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FOREWORD

Approximately 250 teachers, counselors, administra-
tors, university personnel, and graduate students from
five states participated in the Fifth Annual Conference
for Career Counseling and Vocational Education. The gen-
eral purpose of the Conference, conducted February 6 & 7,
1976, at the Donaldson Brown Center for Continuing Educa-
tion, Virginia Polytechnic Institute and State University,
Blacksburg, Virginia, was to examine the current views and
programs regarding new dimensions in educational and job
placement services. Nationally recognized speakers were
selected for expertise in their respective fields, as well
as for their research and leadership in professional organi-
zations. Seven special interest groups were available for
participants, and five exemplary placement projects in the
Commonwealth of Virginia described their programs.

Special appreciation is extended to the VIRGINIA STATE
ADVISORY COUNCIL ON VOCATIONAL EDUCATION which financially
sponsored the publication of these proceedings and assisted
in the development of the conference itself. Appreciation
is extended to local and State career development personnel
for sharing their placement programs with conference par-
ticipants. A special tahnks is also given to the program
planning committee for its assistance in the development of
the conference.

Thomas H. Hohenshil
Conference Director
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EDUCATION, WORK, AND PLACEMENT SERVICES
IN AMERICAN EDUCATION

Willard Wirtz
President

National Mantower Institute

Introduction

It's my unders,:anding that the arrangements are that I
should talk only long enough to hopefully arouse your in-
terest to the point where we can make this a dialogue in-
stead of a monologue. I'd like to talk the last part of my
time about those things which are on your minds rather than
on mine, with the hope that there will be some coincidence.

Any consideration of placement services has simply got
to start From a context of at least responsible conjecture
about what the future is with respect to this matter of work,
or whatever it is we're talKing about putting people in.
We know that right now that prospect is of unusual propor-
tions. There is a temptation to be quite gloomy about the
future of work That is partly because the facts right now
are a little discouraging. It's also partly because we al-
ways have a larger fascination with our fears than we have
with our hopes. The temptation is to make all pulitical
commentary a type of "more apocalyptic than thou" sweep-
stakes and see if you can come out ahead by saying someth'_ng
more dismal than you did yesterday or than anyhody else did
today. I hope not to disregard those facts and to review
them here very briefly, and to say here that I perceive the
major remarks quite deliberately with a considerable reli-
ance on faith in the future. I happen to think that the
future continues to be a good idea in this country and that
it is legitimate to think about its possible improvement in
those terms. But, we.don't responsibly do that witnout
taking a check on just where we stand today.

Let's start with the statistics. It is a reflection of
the extraordinary competence of COhnie Blackwood and the
Virginia Tech Information Service that I am in the position
to report to you at 10:35 a.m. what the Bureau of Labo:
Statistics (BLS) released just a few minutes ago as the Jan-
uary unemployment figures. I dare sa..1, this is the only
thing I'll say in the whole hour that comes to any of you
for the first time. But there are only two of us, Connie
and I, in the room at the moment that know.what happened to
unemployment in January, and it's an interestMg story.
According to that release from the BLS a half an hour ago,
unemployment dropped by a half of one percent in January,

1
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and that's an extraordinary drop. It's been above eight
percent for quite awhile. Now it has dropped in January to
7.8:t. In every sense that is a significant change and one
wilith entitles us to move to the next hour with perhaps a
little more encouragement than might otherwise have been.

With one exception that gain was over a very broad
front. The unemployment rates went down last month for
every category except one. They did not go down as far as
the youth are concerned. This means that rate stays at
about 20%, and about 40% for those who suffer the twin dis-
advantages of being young and black. This constitutes a
terribly, terribly serious problem. It is one which, of
course, is probably mot.e important to us in our consider-
ation of at least part of this placement question than the
overall statistics.

I can't take too dismal or too concerned a view of the
future of the youth unemployment situation. You said at the
outset of this meeting, Tom Hohenshil, that the buck stops
with you, and you used an unfortunate passage; "If somebody
won't let you in someplace where you wantL to go, just let me
know and I'll take care of it." I've got a candidate for
you. He was the young man who took me to my room here lasc
night. That's just far enough away frcm the elevator that
there was a little time for conversation. I asked if he was
in school and he said yes. I think hc was a senior in the
business school. I asked what he was going to do next, and
he said he didn't know. He said they don't seem to have any
place for him. I said maybe that's a fairly general situ-
ation. He said at least they should have let him know.
That boy has been working hard for three or four years with
more direction of purpose than used to be the case, and he
has a growing feeling of resentment of one kind or another.
He's not a resentful kind of person. There are an awful lot
of people that are going to want to gat into someplace
pretty soon, Tom, and that was a pretty broad invitation
that you put out.

It'c not only the youth who want to get in, but also
three other groups, including women and the disadvantaged.
You talked at your last two conferences about those two par-
ticular groups. There is another group, the older group,
on which there aren't unemployment figures of any signifi-
cance. We're only beginning to realize that the oaly way
we're keeping our unemployment figures down as far as we are
is by forcing more and more people ont to pasture earlier
and earlier in this country. This is a point on which I'm
becoming more sensitive every single year. It's a matter of
very, very serious concern and unfortunately that average
which I gave you at the beginning is one of those averages
that conceals so many different things. It's very hard to

2
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count very much on it even though, in a way, I used to be
responsible fc- that figure. I used to get to the point
where every month when it came out I was somehow reminCled
of somebody saying that "facts are enemies to the truth."
Those are facts all right. That 7.8% is a fact, but it
hides the truth, part of which is that youth unemployment is
20 to 40%, and that there are a lot of other serious prob-
lems among particular groups.

So, we've got to st-ixt from a recognition of an extra-
ordinarily, unattractive, factual situation which is pro1)-
ably the most unattractive in all of the 35 years since
these figures have been kept. Of cource, the more important
question is whether there is any particular yeast at work

at ftle moment. I guess we'd have to recognize that if there
is, it's not very apparent so far. It's a little discour-
aging that the political debate reaches its height today in

an argument about public service employment programs. The
furthest proposed reach of these programs is the possibi?ity
that they will employ some 600 to 800 thousand additional
people, while unemployment is at eight million. All of that
talk is aboLt a possible improvement in the situation of 10%

of the 8%. I just feel increasingly that all of this con-
centration of political dialogue on public service employ-
ment is a COP out as far as the leaders of both parties of
this country are concerned. Until we're willing to start
facing up to the harder economics that are involved, it's a
pretty superficial kind of approach.

Unfortunately, there's really no protest yet to this

unemployment situation. You ask why that is? I used to

think that if unemployment ever again went above 5% in this
country all political hell would break loose. It went to
8%, 9%, and is still at 7 1/2%, and there doesn't seem to
be anything like the kind of protest we were anticipating.
I suppose there are two reasons for that which we didn't
factor in. One of them is that there have been extraordinary
shock absorbers built into the economy as far as the impact
of unemployment is concerned. Those take the form of statu-

Lz,ry provisions for unemployment insurance and other things

of that kind. It's also a very relevant fact tnat there

are now a good many situations in which two people in a
family are working. The real bite doesn't come when only

one of them becomes unemployed.

Therr is another factor. That 7.8% figure isn't going
to have very strong impact on the public which is made up
very largely of people who are trying to find help of one
kind or another and aren't able to find it. You can't get

a woman very excited about the unemployment situation if

she has been trying to get help around the house or the yard

3

11



for a long time and can't find anybody who wants to do it.
You can't get a man very excited about the unemployment
situation if he's been trying to find help of one kind or
another in connection with the business, and hasn't been
able to do it. If there are chauvinistic implications and
overtones in my selection of those two examples, just re-
verse the facts around. The point remains the same. There
are just trio many situations in which people are affected
by the fact that they can't get the help they want to let
them get as excited as they ought to be about the unemploy-
ment sitqation. It's a goo:1 deal more serious than it has
been before. I think before it has been properly ide.lti-
fied, given the approach to things we were taking as cycli-
cal. This time I don't think it is cyclical. I think it's
a consequence rather of the fact that we've been depending
cn an economy which has been based essentially on the con-
version of the raw materials which you fiAd inside the rela-
tively :hin r_fe sustaining crust of the planet, and those
are in diminishing supply. It's d consequence too, of the
impact of a proliferating population which we have not taken
properly into account. It results also from the development
of a technology which has o good sense of its own. It is
totally wreckiess because we have not yet learned how to
guide it along lines thac rrmit it to contribute to tne
amount of work which can and should be done, instead of
diminishing the immediate opportunity for that kind of work.

So, there's an extraordinary confluence of these various
developments. If you add to that confluence of forces the
present pessimism in the country as a whole, both about !The

economy and about the instituticns on which the whole sys-
tem depends, I suppose you would find that confidence is at
the lowest ebb in at least the last 100 years. You find a
situation w:lich is certainly not encouraging as we turn to
the matter of placement. However, the other side of these
prospects seems to be at least sufficient to attract reason
and to depend not entirely on a reliance :7Nn faith.

I will only sketch out quickly what seemed to me the
elements of possible hops here. I a'ssume that, although
there is not presently strong consciousness of it, the un-
employment picture is going to become a very major issue in
this Year's elections. I rather think it will be a critical
and almost deturning point. I expect to see the economy
bouyed up in one If.ay or another through the election just
because of its political implications. After that, I expect
to see a facing up to this situation in one way or another.
I don't mean to make this political, and therefore only
suggest that the real showdown on this will probably occur
next year. I think there is also reason to identify the
emergence of a new concept of economics which is based not

12



on the conversion of natural resources, but on the use of
the human resource which is obviously in limitless supply
If I could improve this occasion as far as any of you are
concerned, I would try to do it by asking you to read E. F.
Shumacher's book which is subtitled, "Economics as if People
Mattered." It is unfortunately entitled, Small is Beauti-
ful. That is a good title for those who don't really need
the message anyway, but is a bad title for those who do
need the message. It is the development by a card carrying
British classical economist of the proposition that some
child is very soon going to get and say that the Emperor
Keynes has no clothes on, and the premises we've been rely-
ing on are no longer working. We're going to have to start
developing an economics as if people mattered, and it makes
eminent good sense.

I think that we are about at the point of putting tech-
nology under sufficient control so it will expand employment
opportunity instead of diminishing it. I think too that
there is today, despite the national discouragement in this
country, a force developing at the community level which
I'd like to call the "yeasting" of community in this country.
I can read the papers or live in Washington and find a
world, or the reflections of a world, which if it were
really like that, I would resign from tomorrow. Then I can
go to any community in this country and find there growing
signs that people have had it to the point that they are
about to again take a larger part in the handling of their
own affairs at the local community level. I find an in-
stinct to move the direction of their force toward the im-
provement in the quality of life rather than toward the
expansion of those things which make up the grossest nation-
al product in history, and I come away from a day such as
this one quite encouraged about the future.

When you get all through talking about what work there
is for next year or the next year after that, just come back
to a full appreciation of the fact that there is plenty to
be done in this country. There is nothing in the economic
genes of the situation which keeps us from doing it. I

think this country's problem is simply unsurmountable oppor-
tunity. Well, it just is, and you just don't question when
you get all through with it whether there is enough to be
done to keep everybody busy. You only question whether
we've got the political guts, or whatever it takes, to make
the right decisions. I realize that to rest the case here
would mean the negative obviously wins as far as the present
situation is concerned because it has some bad statistics
on its side. I simply say that I do rely on a faith in the
future. That isn't the subject of this conference. I've
simply tried to lay a sufficient basis for going ahead to

3
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talk about the particular subject that brings us here. I

point out to you that that subject is totally inconsequen-
tial unless we proceed on the assumption that there is going
to be a viable future.

New Dimensions in Placement Services

What are the new dimensions as far as the placement ser-
vice is concerned? I assume that we identify those new
dimensions properly from a consideration of the context in
which this function is exercised. I'd like to suggest three
new dimensions of placement which seem to me to emerge from
a consideration of the present context as far as education
and work are concerned. They aren't very closely related.
Perhaps their only interrelationship is that they will seem
to be essential elements of a strategy of change which will
be enough to give placement the kind of effectiveness it
ought to have.

The first of these dimensions involves the institution-
alization of the placement process. I'll argue particularly
for the development of a relationship, as it affects the
placement function, between `he schools and the rest of the
community which probably goes substantially beyond the
present existing relationship. The second dimension seems
to involve the concept of what it is that we are talking
about placement in. It seems to me that we have used this
word "work" in a way which inhibits our thinking about it.
We've got to recognize a changing concept of work for which
we are trying to find placement measures. The third dimen-
sion will have to do with the object of placement. Here
I'll argue that, in both functional and political terms, the
subject of this conference is too narrowly perceived if it
is thought of as involvimg a loan of children who are leav-
ing school and that we are going to find the right answers
and the programmatic answers only when we link together
the placement problems as they affect youth and adults.
Now a little more about each of those three.

First, I'd like to ask a question. How many in this
room are not on some academic payroll? I see there are
about ten. I point out the relevance of that to the first
suggestion about the development of a new process of collab-
oration within the community. My assigned subject, I real-
ize, is education, work, and placement in American education.
I ask, Mr. Chairman, to be paroled temporarily from the last
part of that sentence. I don't believe that the meaningful
answer as far as placement is concerned is going to be found
by askLng about the role of placement in education. I just
think that's the wrong question. I thiHk the most critical

14
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element in the strategy of change which will be effective
to meet the present situation, and to give counseling and
guidance and placement the effectiveness it ought to have,
is the development of a new form of collaborative relation-
ship between the schools and the rest of the community.
When we talk about its being in education or we think of it
entirely in terms of its being part of the educational pro-
cess, I think we've already tied our hands behind our backs.
I'd like to suggest rather, an approach to it in terms of
what I would call a partnership concept, recognizing the
abrasive implications that are involved, but also recog-
nizing that a partnership does need a managing partner to
be effective. On that basis I'd like to talk about the pos-
sibilities of new forms of collaborative working relation-
ships between the schools and the rest of the community as
far as the placement and guidance programs are concerned.

First a word of history and then a word of caution. The
placement function was not originally institutionalized in

the schools. It was institutionalized in another of the
sets of institutions in this country, mainly the family. I

don't know how many Masons, Shoemakers, Carpenters, and
Farmers there are in this room, but when you think of it an
extraordinary number of our names reflect that placement
was once entirely a family responsibility. Then, historic-
ally what happened was that during an extended and in retro-
spect in many respects quite unhappy period, the period of
the industrial revolution, the placement function was dis-
charged to the unrestrained exercise of the appetite of the
industrial revolution, which was interested in getting just
as many bodies working on those machines just as quickly as
possible. There was a kind of institutional gap there and
when we picked it up again we didn't know quite what to do
about it. We played around superficially by turning it over

to a federal-state employment service under circumstances
which almost precluded from the beginning any real attention
to the matter of youth placement. That wasn't working and
it also happens that about 20 years ago the family copped
out, or dropped out, as far as the discharge of this func-
tion is concerned. Historically, we're talking about a
question of institutionalization which has a bad track
record and from which you would draw the answer that we
don't really know we ought to institutionalize the placement
function in this country.

Let's don't make the mistake that I have put into Tom's
mouth by taking his perfectly grand statement and broaden-
ig it out. Let's don't make the mistake of holding out an

offer here at just the time that the placement function is
bound to be a loser. I don't know that we ought to look as
favorably as we do on the possibility of an expansion of the

15
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schools' role as far as placement is concerned. I know the
Senate Bill 647 of the Virginia legislature that is hailed
as one of the most advanced steps of its kind in this coun-
try. I also know that there isn't an appropriation yet and
that some of you are now being charged with the responsibil-
ity for working out guidelines for the no-cost development
of a placement function in the schools. Have you got holes
in your head? Why don't you tell the rest of us in the
community that you're not about to assume any placement
responsibilities unless you're given the authority and the
capacity to discharge those responsibilities.

You've already made the mistake once as far as guidance
and counseling is concerned. The family used to do that
too. Then about 20 years ago the family stopped doing that
and we looked beyond for somebody to turn to. In the high
schools we found a few people who had been giving guidance
and counseling for college, and so we said let's give it to
them. We've all been doing it. Every parent in the country
has been doing it. Let's give it to those people who have
incidentally been spending half their time already on pro-
bationary duties or paroling the corridors, but they are
counselors. The family has quit, so let's go ahead and turn
it over to them. Now you're about to do the same thing with
placement. I say you're doing it at a terribly bad time as
far as history is concerned. Society, as a whole, is play-
ing Catch 22 with you and the sooner you call it, the better
off we're all going to be. I'm talking as a teacher, the
grandson of a teacher, the son of a teacher, and the father
of a teacher.

As teachers I think we should take a very careful look
at whether we think we can expand into this new set of
functions. I don't believe the placement function is going
to work unless there are new forms of effective collabora-
tion developed between the schools and the communities in a
very broad sense. I think there ought to be a community
education-work council in every local community in the
country. It ought to have the responsibility for moving
people from one world to another. It is the worst mistake
in che world to talh about building bridges between the two
worlds of education and work in complete disregard of the
implications of that figure of speech. Educators are trying
to build bridges from one shore alone and no bridge was ever
built that way. I don't think it will work. There ought
to be some form of community organization which assumes the
responsibility for the placement function. If that's too
broad a concept, let me suggest a narrower one. I wouldn't
touch the placement responsibility in any school or commun-
ity in this country without saying first, wait just one
minute. You tell me, before you want me to undertake the

8
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placement function, what work, service, and training oppor-
tunities are going to be in this community during the next

five years. If you ask me to provide counseling and guid-

ance for your children, you tell me what it is that I'm to
counsel and guide them toward. Don't give me any of this
stuff about not knowing what the situation is going to be
in the next five years. There is available in this commun-
ity all of the information which is necessary to provide a
reasonably reliable community opportunity inventory to
cover work and the training opportunities over the next five

years. It can be done. It isn't being done for reasons
that are very hard to understand. I wouldn't touch this
responsibility without demanding of the community that it
give me that picture of what it is that is involved here.

Then there is the counseling and guidance and placement

personnel front. You know better than I the problems of

which I referred before of as underpersonij. You know the
problem of underperscning of the guidance and counseling
profesion in this country. As far as the high schools are
concerned, I don't get into the figures. You know it's
going to be worse if they now add the placement function.
I suggest that there is only one opportunity for meeting
this problem, and it is not by getting larger appropriations
because you're not going to get them with the country in
its present state of mind. There is another possibility.
Shortages as there may be as far as personnel in this area
is concerned, there is in every community in this country a
totally adequate supply of guidance, counseling, and place-

ment services. I'm right on the edge of the credentialling
question and I dt,n't know whether to go into that territory

or not. But, I believe that if you're aoing to meet the
personnel needs as far as the placement and guidance and
counseling services, you're going to have to develop a new

set of credentialling principles that recognizes not only
the value, but the necessity of some other kinds of train-
ing and experiences as far as these functions are concerned.

We're going to have to get over our hang up about vol-

unteer work. Part of the future of work in this country
depends upon getting over that hang up. We've run volunteer

work into the ground. We look down our noses at it and now

it has become identified with chauvinism and a lot of other

things. We're all mixed up about it in disregard of the

fact that most of life's satisfactions come from what you

volunteer to do instead of what you're paid for doing.
We've got to start out working out some kind of new relation-

ship between the professional function, which is absolutely
essential but which is in short supply, and the volunteer
functicn which is available in great simply and can be

worked into this system. In one form or another there's got
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to be the develo?ment of some new relationship between the
schools anc: the community. Some of you here are from com-
munity colleges. The community college comes the closest
to exploring this new horizon of community relationships of
any institutions we presently have. Whether it makes sense
or not from your standpoint to develop new forms of working
relationships with the community, it's going to happen for
sure one way or another.

There is an increasing insistence in this country cn the
part of the membership of the local communities to take a
larger part of the handling of their own affairs. I believe
the yeasting of community is the most powerful force in this
country today. People have had it and are ready to take part
again in the handling of their own affairs. Thy are going
to insist on a larger role in the kind of thing we're talk-
ing about. Now yeast has got no good sense of its own.
The process of fermentation can work constructively or it
can work corruptively. I'm suggesting that this is happen-
ing in the communities and it's probably a question of
whether you're going to align yourselves against the devel-
opment of this new course in the community, or whether
we're going to take an active role of leadership in the de-
velopment of it. It seems to me that all the other ques-
tions about programs are secondary to the question of how
we work out a more effect'ive relationship between the
schcols and the community as far as the placement function
is concerned.

I've talked so much about the first dimension that I'll
deal much more briefly with the other two. The second new
dimension whish appears to be likely and worth affirmative
development is a brcader conception of what we're trying to
place people in, a broader conception than is usually im-
plied by what we normally think of when we say the word
"work," and certainly "manpower." That's a terrible phrase.
I say to You it was the worst phrase that was ever invented.
I was present at the creation of a manp-ower policy in this
country in 1961 or 1962. We didn't realize the Chauvinis-
tic blunder as far as the first syllable is concerned. We
should have realized the mistake we were making if we would
have simply looked it up in the dictionary to find manpower
defined as being a unit of energy normally considered to be
the equivalent of 1/10th horsepower. That's what the word
means. The problem is very closely related to what I have
in mind when we say "work." We start thinking about a unit
of production instead of about a human value. Until we
start thinking about work as a human value and go on to
think about the rest of what it includes, we're going to
misconceive the placement function.
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I don't know what I'm talking about. As far as I'm con-
cerned when I try to figure out my philosophy I can carry it

to four or five end words which I can't define and which I
can't justify as values. These words are love, which comes
at the top, and then I guess the other three are learning,
beauty, and work as human values, not as in the case of

work, a unit of production. I don't know why this is. I

cnly know that as I think back over things, most of the pro-
fessional satisfactions are some way associated in my mind
with having been terribly tired at the time. Work has got
to be conceived of as a human value as well as a unit of
production. We've got to start working on that word to make

it serve our purposes better. Service in some way has got
to be written into it. The advantage of the hard sciences
is that when they run into a problem of this kind they find
a new word, or a new symbol, then all of the particles of
thinking get sluffed off and you can move ahead with a new,

clean word. We don't do that because we have to depend upon

persuasion. You need old words to persuade and so we get
into this terrible bind.

We're still talking about work. When we say that word
we think of men working on an assembly line or something
like that. But yet by 1980, two out of every three people
in the work force in this country are going to be in service
occupations rather than in production occupations. We've
skewed all of our thinking by that word, work. We've got to
rebuild back in the value of work which is outside the labor

force. Let's say that two people go to a hospital one morn-
ing at 8:00, one to work in the parking lot for $2.50/hour,
and the other to work all day on a volunteer basis. What
one dt becomes part of the gross national product, while
what the other does doesn't count at all. What's gotten
into us? We count as work only those things that go into
the computation of that statistic which has great value to
the working of the economics of the country, but doesn't
have any relationship at all to the human values that are
involved in what we're talking about.

We've got to start talking about careers as well as

vocations. We've got to include leisure into what we're
talking about in this whole picture. I would go on to do
more about that except Carl McDaniels made this the subject
of his speech two years ago to this conference. I rather
suspect he may came back to it tonight for he said that it
is his thesis that career development must be involved with

a person's total life, including work and leisure. If we

are talking about placement, we're going to have to take
into account a good deal more than the traditional things
that we've talked about when we have used the word work.
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The third new dimension is a coupling of adult with
youth placement in guidance and counseling functions as
part of a new concept of a lifetime continuum of interclhanges
between education and work; between learning and earning a
living; between developing and using our talents. This is
more than just a placement question, but placement is very
much a part of it. We have gotten into the most ridiculous
situation in which we have divided fife into three time
traps by counting youth for education, adulthood for work,
and older age for the denial of the opportunity to indulge
in either of these two occupations. It has become reality
because at least in part it first became custom. There may
have been reasons for it before, but there's no reason now
for dividing life into these three time traps and saying to
take them in order. Is this a direct part of the placement
problem? It certainly is. It's a very important part of
the placement problem. It is simply absurd that we still
persist in the notion that all cf education should be taken
at one long uninterrupted sitting. It's only a matter of a
few years now until a considered break becomes a standard
option as far as the education of kids is concerned. A year
or two will be taken out to, among other things, greatly im-
prove the value of subsequent educational opportunities.
That's very close, but it won't work unless it is a con-
sidered break with institutional provision for their coming
back in as well as for their going out, and for whatever
they are to do while they are out. It's a function which
the schools will not properly perform alone and which ought
to be performed on some kind of community respcnsibility
basis.

It's a ridiculous reflection of something that there are
51 million adults in this country without a high school edu-
cation. We ought to make provision forthose adults in one
way or another to pick up that high school education if they
want to. We talk about our social contract in this country;
a contract with each other to provide twelve years of free
education. We didn't write it in, b-lt it's there in the
fine print. I don't really think we meant that it is all to
be taken when young, or not at all. That's ridiculous.
There ought to be full opportunity for those people who
didn't do this when they were young, to do it now.

When you start thinking through the equal rights for
women, you've got to move pretty quickly past the importance
of a constitutional amendment and go on to a recognition of
what equality of opDortunity means as far as women are con-
cerned. I'm talking about adult women. At the risk of
chauvinistic misstatement, I can make a better case for one
or two years of free public education in connection with
maternity service than I can for such education in connec-
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tion with military service, and for about the same reasons.
Somebody is required tomove out of what he/she was doing
to serve the public good, and now he/she wants to move back

in. We say to the soldier that we'll give him super senior-
ity. You can pick up right where you were before and we
will also give you two or three years' training to pick up
where you would have been otherwise. Wa ought to wolk out
the same thing as far as the amalgamation of o7:eers and
motherhood is concerned.

I can make a better argument for a year of free educa-
tion at age 60 to 65 than I can for another year of free
education at age 16 to 20. We aren't qoing to go on much
longer on these twin fallacies that security is life's ulti-
mate door prize and retirement is an unskilled occupation.
That is just nonsense. We ought to move very quickly to the
implementation of the course that many people at mid-career
defAre to do something diffent from what they have been
doing. In West Germany and France two years leave of ab-
sence is part of the employment contract. It's paid for at
75% of the individual's current earnings. It's paid out of
the unemployment insurance fund. How much more sense it
makes to pay somebody to take one or two years of retraining
when a machine is about to take his/her job than to wait and
then have to pay the individual unemployment insurance.
There is every argument to be made for at least a year of
deferred educational opportunity being built into the whole
system. Then, when you start thinking about the placement
and the counseling and guidance functions that go along with
this, it seems that the argument almost becomes self evident
that what we're talking about is misperceived or miscon-
ceived of if we talk about it only in terms of problems of
moving youth from education to work. If I am wrong func-
tionally, I am sure I am right politically.

I don't think that we are going to get an effective coun-
seling and guidance and placement program for this country
as long as we think about it only in terms of kids and the
youth problem. Mrs. Wirtz and I, like everybody else,
dropped out of PTA the minute our youngest child finished
school. Sure we are in favor of doing everything we can for

the next generation. We aren't going to do anything about
it until we build in the need for this kind of thing as far
as adults are concerned. We need a coalition constituency
for change if we are to have an effective placement and
counseling and guidance program. The kids don't vote and
the parents stopped being interested in them at the parents'
age of about 40. At that point at which we start building

a coalition of educators, of youth, ot women who face this
particular problem, of older people who are increasing in
number and in percentage control every vear, and then start

13

21



building in those who have an interest in mid-career change,
we will get an effective pl:cement and counseling ead guid-
ance program. I don't think we will before then. So as a
matter of political pragmatics rather than in terms of
humanism or anything of that kind, I say that we better
start talking about a placement and guidance and counseling
program which covers all of us.

Summary and Conclusion

Now in conclusion, summarizing very tx.7iefly, I have sug-
cested that the three dimensions of placenent involves,
first, the development of a collaborative school-community
process at the local community level. Second, they involve
the development of the recognition of a broader concept of
what it is we are placing in or for, and the substitution
of some new thinking in place of what that word "work'
brings to our minds. Third, we must think of the placement
and the counseling and guidance problem as part of the de-
velopment of a continuum, a lifetime continuum of constant
interchange between learning and earning a living, between
education and work.

I realize that perhaps it will seem that I have talked
t.:x: much about what are actually horizons rather than new
dimensions and have paid too little attention to what you
and I all know are the chores which are so large a part of
the placement offices of the counselors, guidance officers
functions. I don't think so. It is a mean job. It seems
to me that placement officers are somewhat peculiarly en-
titled to remind themselves of the three stone masons of
Shart who were asked what they were doing. The first one
answered that he was cutting stones. The second answered
that he was makina a living. The third responded that he
was building a cathedral. It does make quite a difference
how we think about what we are doing. I believe quite sin-
cerely that the guidance and counseling and placement func-
tion is today the most seriously underdeveloped function in
the whole human resource delivery system. I mean that, with
the possible exception of the kindergarten, first, and
second grade teachers, it seems to me that the placement
officer is in a position to make a larger difference at a
particular point in a life than any of the rest of us who
teach, or anybody outside education. I mean that quite sin-
cerely. I think the largest improvement in the whole human
resource development and delivery system will come fastest
if we do something better about the placement and the coun-
seling and guidance functions. I believe furthermore that
those in this profession are particularly positioned, stand-
ing between what we have been calling the two worlds of
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education and work, are particularly positioned to say, two
worlds--nonsense. There is only one world and its name is
life. It seems to me that you in this profession have a
superior opportunity to be architects of community, of lifer
and of the future. It does seem to me that the new dimen-
sions as far as placement and counseling and guidance are
concerned are new horizons, and nothing else.

Thank you.
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IMPERATIVES REGARDING PLACEMENT SERVICES
IN SECONDARY SCHOOLS

Lucy C. Crawford
Professor Emeritus
Virginia Tech

How would you like tobe labeled a "practicing philos-
opher"? Does that sound 1ike an "ivory tower" title suit-
able for some college professors but entirely unsuitable
for the practical, hard-working, dedicated educational per-
sonnel attending this Conference on Placement? It has been
said that all of our quality leaders are practicing philos-
ophers (1, pp. 16-20). Assuming that each person attending
this conference is a leader, and assuming that if you are
not already a "quality" leader you would like to become one,
I am going to approach the topic of today's discussion from
a philosophical point of view. The concepts taat I want to
discuss with you represent my personal philosophy about
Placement Services in a Secondary School. In order for you
to become a "practicing philosopher" you will have to first
seek your own philosophy concerning Placement Services and
then determine how to put this philosophy to work in the
setting in which you work.

A philosophy concerning placement services cannot be
constructed in isolation; it must be consistent with the
ideals of our American democ.acy, with the goals of American
education, and with the purposes of Secondary Education.

Walter Hoving has defined America's purpose in this
way:

The true goals of the Americ In way of life
is the creating of a self-reliant, indi-
vidually responsible, self-disciplined,
well-educated and spiritually oriented
people. (2, p. 148)

If America is to accomplish its goals, education has a
heavy burden of responsibility. The American Association
of School Administrators' Commission on "Imperatives in Edu-
cation" called attention to the relationship of the school
to society in its introductory statement:

What the school is and what it has done since
the beginning of public education in this
country have been inextricably related to
the wants and needs of people--to their hopes

16

24



and expectations, to the ideals that give
direction to their thoughts and actions, and
to the circumstances in which they live. The
values which people cherish; the priorities
assigned to these values; the theories that
hold promise for giving a sense of order,
unity, and efficiency to what peoplc do; and
the cultural climate that prevails at any
given time in large measure shape the edu-
cational program. (3, p. 20)

The goals of secondary education have been restated
several times since they were originally presented in 1918
as "The Se.:en Cardinal Principles of Education." Each unit
of the secondary school and each individual within the unit
must consider the question, "What is my responsibility for
carrying out the purposes of secondary education?"

The goals of secondary education have always included
a goal concerning vocations. For rawly years, secondary
schools have demonstrated the belief that they had responsi-
bility for guidance of students regarding their continuing
education. A serious study of the philosophical concepts
tD which I have briefly referred brings me to the conclusion
that the secondary school has the same responsibility for
the guidance and placement of students in the world of work
as it has for the guidance and placement of students in edu-
cation beyond high school. In this discussion, I am defin-
ing placement to mean the placing of a stndent in a job
(part-time or full-time) for which he or she is paid. It
should also be pointed out that in this discussion I am
referring to organized placement services.

In order to carry out this responsibility, I believe
that five imperatives should be considered: (1) clearly
stated goals; (2) qualified personnel; (3) adequate time
and facilities; (4) cordial interpersonal relationships;
and (5) advisory groups.

Goals. The difference between a philosophical approach to
a problem and a pragmatic approach lies in the statement of
goals and objectives. In a philosophical approach, goals
are stated in terrs of "what ought to be" instead of "what
is." It is at a later time that short-term objectives may
have to be stated in terms of realistic conditions. In ry
own philosophy, these are the goals related to placement
services that I feel are essential:

1. Placement of graduates in full-time or part-
time jobs
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2. Placement of early school leavers

3. Placement ot students (other than coop.
students) in part-time iobs

4. Coordination of pre-placement t7-aining for
high school students and graduates seeking
employment

5. Advising students of occupational opportun-
ities available through continuing education

The only one of the above goals that needs discussion
with this audience is Goal #3. It is my personal belief
that unless priority is given to cooperative students for
placement in part-time jobs this goal should be deleted.
My belief is based on the theory that students receiving
training concurrent with on-the-job experiences are more
likely to benefit from those experiences. We will discuzs
this problem further when we consider the imperative, "in-
terpersonal relationships."

Personnel. The second imperative is that personnel who pro-
vide placement services must have the personal and profes-
sional qualifications to carry out the above goals. The
individual or individuals who provide these services will
work with personnel in business and industry; with students
and parents; with vocational educators, particularly teach-
er-coordinators; with guidance personnel; and with various
advisory groups. They must be mature individuals with the
recognized ability to work well with both young people and
adults. They must be able to command the respect and con-
fidence of employers and other business and professional
leaders in the community. They should be knowledgeable
about vocational education, about occupational adjustment,
and about occupational advisement. They must have the
amount, the variety, and the quality of occupational experi-
ence that will make it possible for them to analyze the
needs of business and industry. They should have demon-
strated competence in both oral and written communications.

Time and Facilities. The thirf: imperative has to do with
adequate time ii713Tacilities. A close look at the tasks
that must be performed in order to carry out the goals in-
cluded in my philosophy will show that placement services
cannot be provided without adequate funding for personnel
and for facilities. The innumerable tasks that are essen-
tial to successful job placement cannot be tatked on to
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another 7u11-time job without detriment to the quality of
the fullLime job as well as to the quality of the placement
services. Philosophically, critical tasks are derived from
goals. Let's look at the critical tasks related to the
goals I proposed earlier. I have grouped the tasks around
the five goals and two important aspects of placement:
administration and public relations.

1. Placing Graduates in Full-Time or Part-Time Jobs

a. Determine job needs

(1) Survey seniors prior to graduation to
determine job needs

(2) Prepare file of seniors seeking employment

(3) Interview seniors who indicate need for
full-time jobs

(4) Interview seniors who indicate need for
part-time jobs

b. Refer seniors to jobs

(1) Arrange pre-employment training for seniors

(2) Contact potential employers regarding
placement of graduates

(3) Prepare news article regarding placement

(4) Before graduation publicize job openings
via public address system, bulletin board,
and school newspaper

(5) Provide card of introduction to each senior
who goes for job interview

(6) Obtain report from employer following each
interview with graduating senior

2. Placing Drop-outs

a. Identify drop-outs

(1) Set up system of communication with guid-
ance office, attendance officer and other
staff members

(2) Seek assistance from students in school
regarding drop-outs
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b. Analyze problems of drop-outs

(1) Analyze school records

(2) Study juvenile court records if appropriate

(3) Determine reason and problem areas which
caused student to drop out of school

c. Advise drop-outs

(1) Mail brochure to drop-outs

(2) Encourage drop-outs to come for individual
conferences

(3) Encourage parents to come for individual
conferences

(4) Have drop-outs complete interest survey

(5) Provide interest and ability testing
services to drop-outs

(6) Make drop-out aware of psychological
services available in school and pUblic
health divisions

(7) Make drop-out aware of career opportunities
in the military service,.police cadet pro-
grams, and other government work programs

(8) Explain GED and other ways to obtain high
school diploma

d. Prepare drop-outs for job placement

(1) Arrange individual and/or group pre-
employment training

(2) Provide advice concerning occupational
adjustments

e. Place drop-outs

(1) Contact business and industry leaders who
may employ drop-outs

(2) Seek assistance of Advisory Committee in
placing students with special problems
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(3) Work with employment commission in placing
drop-outs

f. Follow-up drop-outs

(1) Talk with employers about strengths and
weaknesses of drop-outs

(2) Advise drop-outs concerning job problems

Placing Students in Part-Time Jobs

a. Identify students seeking part-time employment

(1) Prepare survey form

(2) Arrange with administration for survey of

student body

(3) Prepare application form

b. Assess student needs and wants

(1) Interview students

(2) Examine student permanent records

(3) Provide for tests when appropriate and
feasible

(4) Utilize student interest forms

(5) Identify disadvantaged or handicapped
students

c. Identify employment opportunities

(1) Prepare occupational survey form

(2) Seek cooperation of vocational teachers
in conducting an occupational survey of

the community

(3) Become familiar with job requirements

(4) Seek assistance of Advisory Committee

(5) Determine legal restraints, if any, con-
cerning proposed part-time jobs
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d. Refer student to jobs

(1) Prepare card of introduction for students

(2) Prepare form for employer to report result
of interview

4. Coordinating Pre-Placement Training

a. Arrange for ten-hour pre-employment classes for
part-time students prior to special seasonal
employment

(1) Survey to determine interest in pre-employ-
ment classes

(2) Determine availability of courses provided
by distributive education or other voca-
tional education personnel and arrange for
teacher(s)

(3) Assist in arranging physical facilities for
classes

(4) Assist in publicizing pre-employment classes

(5) Provide recognition to stidents for com-
pletion of pre-employment class

b. Arrange for ten-hour pre-employment classes
for seniors seeking full-time or part-time
employment

(I) Survey to determine interest of seniors in
pre-employment classes

(2) Arrange with vocational teacher to teach
class as a part of his adult education
responsibility

(3) Provide recognition to seniors who complete
a ten-hour pre-placement class

(4) Arrang mini-courses for specialized em-
ployment (e.g., child care, gift wrapping)

(5) Provide individual advice to students

5. Advising Students of Occupational Opportunities
Available Through Continuing Education
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a. Provide information about continuing education

(1) Obtain information about continuing edu-
cation opportunities from community colleges,
technical schools, and adult education ser-
vices

(2) Obtain information abcnt educational pro-
grams provided by business and industry

(3) Make f4.ie of above information available
to graduates and drop-outs

b. Advise graduates and drop-outs about continuing
education

(1) Advise graduates who drop-out of college
about community college and adult education
offerings

(2) Advise drop-outs from high school about GED
test

(3) Advise drop-outs from high school about
night school offerings

6. Administration

a. Select and train secretary

b. Develop an adequate filing system

c. Purchase equipment and materials

(1) Select and purchase file cabinets

(2) Select and purchase card files

(3) Select and purchase office furniture

(4) Select and purchase typewriter

(5) Select and purchase dictation and trans-
cription machine

(6) Select and purchase audio-visual equipment
for training

(7) Have stationery printed

(8) Procure training materials
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d. :rrange for telephone service

e. Survey job market

f. Develop appropriate forms

(1) Application

(2) Student survey

(3) Employer follow-u-

g. Develop a system of communication with

(1) Students

(2) Employers

(3) Parents

h. Participate in in-service training

i. Prepare reports

j. Prepare requisitions for reimbursement

k. Evaluate each component of the program

1. Determine immediate and long-ranrje goals

m. Llitablish priorities through developing a pro-
gram of work

n. Prepare annua/ budget

0. Est.ablish and work with Advisory Committee

(1) Prepare suggested list of Advisory Com-
mittee members for suixtrirtendent

(2) Prepare letter for superintendent to send
to Advisory Committee members

(3) Arrange time and place for meeting

(4) Mail announcement of meeting

(5) Prepare tentative agenda for meeting

(6) Preside at first meeting until election
of chairman
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(7) Elect chairman and secretary

(8) Prepare background information for meeting:

(a) Need for Placement Service

(b) Purposes of Placement Service

(c) Relation to other Placement Efforts

(9) Identify functions of Advisory Committee

(10) Keep official records of Committee meetings

(11) Serve as ex-officio member of the Advisory
Committee

p. Develop cordial work-relationship with:

(1) Vocational teacher-coordinators

(2) Vocational teachers

(3) Guidance counselors

(4) Principal

(5) Faculty

7. Public Relations

a Prepare and distribute descriptive material

(1) Prepare and distribute brochure

(2) Prepare articles for local newspapers

(3) Prepare aiticles for school newspaper

(4) Prepare letter to prospective employers

(5) Prepare and utilize a business card

b. Publicize program via radio

c. Publicize program via television

d. Make personal appearances to explain Placement
Service to:
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(1) Civic groups

(2) Business groups

(3) Board of Trustees

(4) Faculty

(5) P.T.A.

e. Sponsor Special Events (e.g., Career Fairs)

f. Maintain attractive physical surroundings

It is obvious that in order to perform these tasks
clerical assistance will be needed. It is very uneconomical
to have professional personnel perform sub-professional
tasks. It is also obvious that suitable facilities, in-
cluding equipment and materials as well as space, are essen-
tial if the stated mission is to be accomplished.

Interpersonal Relationships. The fourth imperative is re-
lated to cordial interpersonal relationships. Regardless of
the way placement services are provided in secondary schools,
a number of different types of people are going to be con-
cerned about placement activities. Teacher-coordinators in
the various vocational areas are employed with a specific
responsibility for providing placement of students in part-
time jobs that will provide on-the-job training coordinated
with instruction received in the classroom. Other voca-
tional teachers have as their primary concern the placement
of their graduates. As a matter of fact, the placement of
grduates of a particular vocational course, such as weld-
ing, is usually considered a vital part of the vocational
teacher's job. Guidance counselors have a primary concern
related /o the occupational counseling aspects of placement,
but they also have a concern related to selection of high
school courses, to scheduling problems, and to personal
problems. The principal and the faculty are also concerned
with placement activities. The prIncipal has a vital con-
cern because the provision of placement services is an
integral part of the total school program. Since these
services have public visibility, there is special concern
that the quality of the placement services reflects favor-
ably on the school. The superintendent and the school board
have this same concern. The faculty concern varies with
individual faculty members. Some view placement services as
a nuisance because at times students are called from their
classes or because they feel part-time jobs interfere with
the students' school work. Other faculty members look with
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favor on the various placement activities because they feel
that the students are being helped by these services. With
all these individuals having varying concerns about place-
ment services, it is easy to see the necessity for estab-
lishing cordial working relationships so that cooperatively
the established goals can be accomplished.

Advisory Groups. The fifth imperative relates to advisory
groups. You will note that this says "glom with an s,"
meaning that in addition to working with an advisory com-
mittee, personnel providing placement services should work
closely with other groups in the community concerned with
placement of young people. It is my belief that an advisory
committee shoule be appointed by the superintendent to
assist in determining immediate and long-range goals re-
lated to placement services; to assist in "opening doors"
to business and industry; to identify individuals and groups
to help in making placement and counseling effective; and to
assist in evaluating placement services offered by the
school. Members of the Advisory Committee should include a
zepresentative of the local or area Employment Commission
and representatives of business and industry known to be
interested and concerned about young people. A teacher-
coordinator, a guidance counselor and the principal should
also be invited to serve on the Committee. The Advisory
Committee can identify other groups in the community thit

should be contacted. For example, some of the programs
established to assist the disadvantaged are: (1) Work Study;
(2) Neighborhood Youth Corps; (3) The Manpower Development
and Training Act; (4) Job Corps; (5) Work Incentive Program;
(6) Job Opportunities in the Business Section; (7) Vocation-
al RJhabilitation; (8) Urban League; (9) Industrial Work
Experience Programs; (10) CETA.

In my opinion those who sincerely believe that schools
should give the same emphasis to placing students in jobs

as they now give to placing studen.s in colleges of the::t-
:hoice should become "practicing philosophers." I believe
that your presence at this conference indicates that you

have this belief. I have presented my philosophy in terms
of five imperatives. Now it's up to you to formulate your
own philosophy and to then analyze a way or ways your phil-
osophy can be put into action. Very best wishes in this
endeavor!
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THE PROVISION OF PLACEMENT SERVICES:
ROLES FOR EDUCATIONAL PERSONNEL

Dean L. Hummel
Professor of Counselor Education

Virginia Tech

No step in life, unless it may be the choice
of a husband or wife, is more important than
the choice of a vocation. The wise selection
of the business, profession, trade, or occu-
pation to which one's life is to be devoted
and the full efficiency in the chosen field
are matters of the deepest moment to young
men (persons) and to the public.
(Parsons, 1909, p. 3)

As the superordinate goal f<the process of learning
and career development, placemeht was viewed by Parsons as
the guidance service outcome based upon the essential in-
gredients of choice, selection, vocation, and life. T.:ans-

lating the above into a contemporary point of view, we sug-
gest the following:

Career development is something that happens to people--
by choice or by chance. What a person does is an expression
of what that person is. How well a person is doing, is the
measure of what that person becomes. How-well a person likes
doing, becomes an expression of individual happiness. If
placement through choice with assistance is a superordinate
goal in learning and career development, then why are we
faced with a 1976 crisis the proportion of which has prompted
the General Assembly of Virginia to enact Senate Bill, S647--
"An Act to amend the Code of Virginia by adding a section
numbered 22-04-1, relating to employment counseling and place-
ment services in public schools." That the crisis is of
national proportion is evident by S.2777 introduced December
11, 1973 in the Senate of the United States, "A Bill to pro-
vide comprehensive employment counseling and placement ser-
vices to youths, by establishing a Youth Employment Service,
and for other purposes.

Presented at the Fifth Annual Conference on Career Counsel-
ing and Vocational Education, New Dimensions in Placement
Services, Virginia Polytechnic Institute and State Univer-
sity, Blacksburg, Virginia, February 6, 1976.
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The purpose of this paper is not to trace theeducational,
political, scoial, religious, or economic reasons for the
placement crisis. We could, as many others have attempted,
engage in a "witch hunt" to unravel the mystery of who the
culprit is. To dispose with such an unnovel approach, we
shall take a cue from Agatha Cristie's controversial book,
The Murder of Roger Ashroyd (1926), in which she revealed
the killer as none other than the book's narrator. Para-
phrasing "Pogo's Stick," "we have met the enemy and they is
us." It may not be us in an individual sense, but rather in
the way we collectively, and collaboratively perform our
roles in placement process.

Rationale - Roles for Educational Personnel

If we take the position that placement is an act of
moving from one place to another, and career development is

series of placement steps (process), there is a basis for
declaring that all school personnel share placement responsi-
bilities. Each person in the educatil enterprise, how-
ever, has an individual role(s) to perform. Job placement,
as an act without its identification to the career develop-
ment steps would, indeed, require a stretch of the imagina-
tion on the part of many educational personnel to accept the
notion they have a role to perform. Roles vary for educa-
tional personnel as they relate their expertise and to their
identified function in the career development process of
students.

A simple graphic paradigm may clarify the process as it
relates to a job placement act.

What is obvious from the graphic (CAREER DEVELOPMENT -
PLACEMENT PARADIGM) is that as the individual experientedly
learns, options are narrowed to the point of choice and job
placement. Therefore, roles can be identified in two "place-
ment" categories--Career Development Placement and Job Place-
ment.

The individual begins a life of learning with the entire
range of options in the world of work. Through career edu-
cation and career counseling assistance, the process of
career development and a series of school placements occur
during the school years of boys and girls. Learners build
upon experiences and reality testing, resulting in a selec-
tive delimitating of options related to personal interests,
aptitudee. achievement and aspiration.... During this pro-
cesses period all educational personnel with whom the learner
comes in contact will perform placement roles.

Career development, viewed concomitantly with the place-
ment paradigm further suggests the series of possible choices
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and job placements (illustrated by consecutive arrows) during
a person's life. The concept illustrated is supported by the
contemporary belief in the theory of life career development
(Gysbers, N. and Moore, E., 1975) . In contrast to the ori-
ginal version of Parsons' vocational placement act (Borow,
1975), the life career development process encompasses a
series of placements, culminating in the entry job placement
choice and act.

A second graphic (LEARNINC AND DECISION MAKING COMPON-
ENTS - CAREER DEVELOPMENT) depicts the essential ingredients
supporting the school placement and career learning pro-
grams. As a result of career guidance and career education,
personal characteristics are developed through knowledge and
experience. Organization and management systems are struc-
tured to depict the scheme of the world of i.ork and to pro-
vide a logical access for students to search for accurate
information on which to make decisions. Such a system also
provides a job placement servjce with a profile of the in-
dividual which xs consistent with job classificatizm systems.

Ingredients contained in this second graphic, when
placed within the hori2onta1 diamond of the CAREER DEVELOP-
MENT - PLACEMENT PARADIGN, prcvides for a systematic approach
to school programs (;:nd a sees of placement-learning steps)
culminating in entry job placement. Thesc learning and de-
cision-making components are further a?plicable beyond entry
job placement when new placements are made in the life career
development process.

Seein9 Clients Through Placement - A Note for Counselors

Just as the ultimate question in counseling is, "What do
you really want to do?" the ultimate test of a client's
career choice is the reality of entry job placement. It is
at this point where the career counseling process can so
easily break down. It is the point where the school is in
danger of dioposing of their clients before success or fail-
ure of career education and career counseling can be tested
against reality. Client-centered counselors can experience
relief from failures when clients no longer return for coun-
seling. Test givers can get rid of their clients when the
test results have been interprete.l, and, the educational.
enterprise can escape the reality of their own work (Hoppock,
1976, p. 89). The quality of career education and career
counseling will deteriorate when career counseling is sep-
arated from placement, and when directors of guidance and
career counseling permit their counselors to escape from
the chastening experience of seeing their own clients
through placement (Hoppock, 1976, p. 88).
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Essential Roles in the Placement Process

For the superordinate goal in the career development
placement process stated earlier, the following essential
teaching and counseling roles would seem appropriate for
personnel in the educational enterprise:

1. Promotion of an understanding on the part of each stu-
dent, the worth and basic dignity of work.

2. Development of each student's ability to appraise one's
self and one's environment as a basis for decision-
making.

3. Assisting students in understanding the meaningfulness
and value of learning as it relates to careers.

4. Assisting students through extensive career guidance
services in the development of a career plan.

5. Providing students with accurate information about voca-
tional education and other curricula as to their rela-
tive importance in specific occupational groups.

6. Providing students with orientation to occupational
clusters, families, worker-trait groups, and field and
level classifications of occupations.

7. Providing the basis for courses of study in all curricu-
lar areas for the purpose of integrating school subjects
with student's occupational interests.

8. Providing exploratory experiences for students to poten-
tial aptitudes related to occupational clusters.

9. Assisting students to understand how various career
choices will affect one's future in a job market.

10. Assisting students to develop job search skills and use
job placement services in the education to work trans-
ition.

Obviously, the fulfillment of the above 10 roles acquires a
systematic plan, assignment of specific functions, and ad-
ministrative support for personnel and resources. These
roles would involve all educational personnel and appropriate
non-schc,A resource persons. Having effectively performed
these roles, we could expect a knowledgeable, skilled and
experienced student who would possess a readiness to utilize
job placement services.
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5. Advising stuaents cr occupaLioaa4.
able;

6. Administration; and
7. Public relations.

Identified roles in support of the above functions are de-
picted in the Special Interest Group's reports to follow in

this publication of Conference Proceedings. There must be

an acceptance of specifically identified roles in the place-

ment process by all educational personnel, and there must be

a coordinated job placement service if we are to achieve the

superordinate goal of assisting students in the step from

eduation to work.
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TO PLACE OP MISPLACE: THAT IS THE QUESTION?

cJirl 0, Mcnaniels
Prc,fessor of Counselor Eucation

Virginia Tech

TO BE, OR NOT TO BE: THAT IS THE QUESTION:

WHETHER TIS NOBLER IN THE MIND TO SUFFE?

THE SLINGS AND ARROWS OR OUTRAGEOUS FORTUNE

OR TO TAKE ARMS AGAINST A SEA OF TROUBLES,

AND BY OPPOSING END THEM.

Hamlet

By William Shakespe.A-re
Act 3, Scene 1

For well over fifty years placement has enjoyed some
..-Aoasure of public and professional support. To be sure the
support has ebbed and flowed at all levels--local, state and
national. There have been some consistent supporters
through:

Thc, National Vocational Guidance Association

The Ve4-erans Administration

The U.S. Employment Service and State Affiliates

The U.S. Rehabilitation Services Administration

The National Employment AssociatiJn with its
2,000 institutional members

To be sure some public school systems such as Baltimore,
Maryland, ha_7e had flagship placement programs but duplicates
have been few and far between. Colleges and universities bv
contrast have demonstrated over the years a cle,ir and con-
sistent pattern of support for placement programs for their
qraduates.

Special thanks is expressed tc Amel Anderson for his re-
search assistance in the ;preparation of this paper.
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There does appear to be somewhat of a general design of
interest over the last half century. Returning veterans
have seemingly ignited a revival of interest in placement
after each World War. Also periods like the great depres-
sion naturally led to more concerv for helping people to
find suitable work in a tight job market. It may well be
that the current high unemployment rate has something to do
with the interest which is clearly being expressed in the

United States. All the signs are prese.it for emerging out
of a cycle of unconcern for placement to a cycle of deep
concern. The last two decades or so have been characterized,
at least from a manpower standpoint, as an employee's mar-
ket, that is, unemployment has been relatively low, job
prospects relatively bi-Lght, and education reasonably avail-
able and at low cost for most people. The mid-1960's was a
period when there was much talk, writing and scale evidence
that we were well on the way to becoming a "workless soci-
ety"--beset by the problems of automation. The advice by
the futurist of those days, people like Don Michael, Robert
Theobold and others was that a great bulk of the labor force
would all be automated out of their jobs. Therefore, there
wasn't much need for job preparation or placement.

It In A4ard to assess the real impact of these and other
past conditions, but there are clear signs that the reality
of the labor market, economic indicators and shifting popu-
lation trends have once again made it necessary to emphasize

placement. The watch words of today are characterized by:

Equal Emi,yment and Pay Demands by Women and Blacks

" ited Work Er:Deriences Fr7q: Teel': Age Youth

The ighest Unemployment Ir. 40 Ye,-ars

Conrn for Mid-Career Job Chances

A GrDwinc N=ber of Underemployed

Tnzre.,sed Clamor for Accountability in Public and
Private Programs

In additio:n to the general social indicators just noted,
there are some rather specific calls for placement procrams
which are at various levels of influence development.

National Level

:laticnal level, bIlls introduced in both the

H.c,use and the Senate call for greater attention to placement

t7.th as part of proposed revision of Career Education and
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Vocational Education legislation. Recently though, Senator
Lloyd Bentsen (D - Texas) has introduced comprehensive legis-
lation regarding the single subject of placement--S2777 The
Youth Employment Act. If enacted, this legislation would
dramatically alter placement services in schools.

Two national leaders, John Sawhill, President of New York
University, and William Norris, Chairman of the Board of
Control Data Corporation writing in the Special Career Edu-
cation section of the November 16, 1975, New York Times
candidly called for more career help for people at all ages
and stages throughout life. They both emphasize e-2velop-
mental rather than short term "next step help."

There is continuing indication of expanding national sup-
port for career education, which by definition includes the
concept of a vital placement service. A recent Gallup Poll,
for example, showed public sentiment in support of career
education at the 90% level.

The National Advisory Council on Vocational Education
(1972) has since its Sixth Annual Report in 1972 called for
increased emphasis on placement in schools. Many of the
State Advisory Councils like ours in Virginia have called
for similar redirection. Collectively they represent a con-
siderable nAtion-wide body of opinion.

Evidence of Student Interest

While there have been substantial indicators of organ-
ized public support for increased placement services, at the
same time there is growing student concern generally about
their career development and specifically about placement
help. Probably the national study which reflected this con-
cern most clearly was that conducted by the American College
Testing Program (1973). The ACT research found overwhelming
needs expressed by students in the career planning and job
placement areas. Actually these came just about at the top
of the list of needs students felt the schools were not pro-
viding for them.

At the state level a number of studies report the same
results--Tennessee (1973) , California ;1975), and Missouri
(1975) to mention three. In a widely discussed study con-
ducted in Virginia for the State Advisory Counzil for Voca-
tional Education (1974) nearly identical results were found.
Students wanted and needed more career pning help and
specific information about jcb intervieng and job oppor-
tunities.
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Just today the Roanoke Times (1976) reported on the job
placement program at William Fleming High School. In a
follow-up program with graduates there were strong state-

ments of support for the placement service and a clear ex-
pression of need for r.ore assistance in funding employment
and additional vocationaA. counseling help.

So, the call To Place Not to Misolace seems to be sound-

ing loud and clear throughout the land. The trend of recent
events point to this as well as strong support in both pub-
lic policy changes on the drawing board or in action and
student requests for placement help. It is this clarion
call for placement assistance for all people which must be
the fundamental basis for our long range humanistic re-

sponse. In short, because it is the right thing to do for
the students we serve.

Reactions from Education Community

Hicher Education

Most colleges and universities have long sensed the
importance of an active placement program. Even in the best
of times they have provided a forum for graduating students
and employers to arrange mail contacts, interviews, and the

like (Change, 1975) . Now in the current rejuvination of

interest in the field there is a greatly expanded placement

effort. In many instances new developmental linkages are

being forged between counseling and placement centers. A

more developmental approach is being emphasized as its
placement need of special groups such as women and minor-

ities. The December 15, 1975, issue of U.S. News and World
Report (1975) cited the enlarged efforts of colleges and
universities to assist students to find the best -,7enue to

an appropriate career. They reported on over 100 credit and

non-credit type courses to aid in this process clprently in

try-out form. A Columbia University program is most often

cited for its DIG (for Deeper Investigation of Gro,...th) pro-

gram in which considerable time is devoted to serious job

hunting techniques.

Menke and Redgner (1975), both of Arizona Statc Univer-
sity, report in the Winter, 1975, issue of the Jourral of

College Placement on what they see as a greatly e::::nded

role for placement in their institution a,id pr3p e a model

for others to follow. In addition to a :omp7-711,...- .ive all-

university role, they outline new ways to reip.xld and to be

responsive to faculty, students and aluani wich current
information concerning placement.
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Another interesting effort is a consortium of small
private mid-western colleges which have banned together into
a joint placement service for students. Bob McClary heads
this cooperative in Sioux City, Iowa.

The role of placement in the community colleges, in
Virginia and elsewhere, is somewhat less clear. There are
some indications now though of greatly increased attention.
Every community college in Virginia now appears to have some
type of organized placement activity. Wytheville Community
College, under the leadership of Bill Jennings, is in the
second year of a pilot program to expand and enlarge its
entire placement service to students. Initial results ap-
pe:Ir 1;romising and may well provide a model for the state
and indeed the nation.

Mary Glenn (1973) has outlined an excellent set of guide-
lines en how to organize the placement and follow-up ser-
vices in the community college and why. She clearly implies
it may well be the single most important institutional non-
teaching function in the community college.

Secondary Schools

The reaction to an evident increased demand for place-
ment services in secondary schools has been mixed at best.
Placement services where they have been well done seem to
genuinely show a solid public support. An outstanding
example of this was an intensive placement effort in Detroit
on hard to place individuals. Another success is reported
in Oak Ridge, Tennessee (Worth, 1973) , in the Training and
Technology Program (TAT for short) . Here an extremely close
relationship developed between the teaching and the place-
ment effort and a high degree of satisfaction over a six-
year period is reported.

Special programs for handicapped young people of scnool
age have been reported as being especially effective. A
special case of close cooperation with Vocational Rehabili-
tation has resulted in very high placement success in the
near-by Roanoke Ciunty Occupational School. Similar success
ztcries have been cited in Battle Creek, Michigan, and East-
lake, Ohio. Cooperation between Vocational Rehabilitation
counseling and zchocls nas frequently yielded promising
results (USOZ, 1975).

The bLst :esults at the loal level in Vir,linia seem tc
be in,:pir2d =ily by te of state or federal funding.
Many of these prc are .need developing sone good
models for use thruio t state, but overall there has

A 13
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not been a dramatic shift toward enlarged programs. Per-
haps sensing this, the 1975 session of the General Assembly
passed Senate Bill 647, which directs all Virginia high
schools to make available for its students beginning in
September of 1976 Placement Services (General Assembly,
1975). The implications of this legislatioa are, of course,
enormous. What has happened is that a state governing body
has felt so strongly about the need for a school program
they ordered it. Similar action has taken place in Tennessee
and Florida in parallel situations. Regardless of the reason
there is now a clear state policy to provide placemert ser-
vices for all school leavers--graduates and non-graduates.
The public concern in Virginia for placement could not wait
on the school systems to act--it was mandated To Place--
Not Misplace.

Studies have been underway to implement more voluntary
placement efforts in the states of Mississippi, South Dakota,
California, Indiana, Arkansas, Idaho, and Wisconsin. These
programs are attempting to develop good plans for state-
supported public school oriented placement activities. In

most cases, these efforts are with the support of federal
funds.

Alternatives For All Ages

Today's 1,-Ilti-talented youth and adults are looking at
much more th.A1 the restricted options of full-time work or
full-time study. They see many viahle alternatives to these
two. Indeed there are many ocially acceptable alternatives
to both options. For example, a January series on Educa-
tion and Work broadcast over the National rublic Radio Net-
work (1976) a recent libera arts college graduate had
already determined that he would pursue his leisure inter-
ests--photography--as a full-time occupation, not his major
or minor field, is an increasing occurrence at all age
levels. Accordingly, youth and adults are finding they can
turn leisure satisfaction into job satisfaction through
part-time or full-time employment. Another fascinating
finding of a Gallup Poll taken in 1974 was the dramatic
shift in the interest of college students toward a career
in arts and crafts. Gallup reported it as the most signifi-
cant shift in recent swings of college student's career
interests. Other alternatives which may be appropriate at
various age levels are:

Military Service

i:pprenticeships

O7.-the-Job Traininc
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Part-time Work and Continuing Education

Self-Employment

Correspondence Study

Business, Industry, Government Sponsored Study

ACTION and Related Volunteer Programs

These kinds of options dr. covered quite well In a flurry
of new books such as Hecht and Traug's (1975) Alternatives
to College, Wayne Blaze and others' (1975) Guide to Altern-
ative Colleges and Universities, and Caroline Bird's (1975)
The Case Against College. Th.!se and other sources help to
broaden the base of placement to serve a wide variety of
needs and interests for people of all ages from secondary
schools to retirement centers.

Conclusion

So the answer t,.) the original question seems to be that
we will -.,.lace! Possibly not in what has been a traditional
way, but in a way that utilizes what we know of human devel-
opment an('.1 career development. It will take the best of a
linkage btwaen instruction--the faculty--placement coun-
selors and all types of employment. It will also take on
the life span need--individuals learning self-placement
skills rather than a short-term interest in putting them-
selves into a job--any kind of job. It will in its most
comprehensive form help students with a variety of optims
which are available to them not simple full-time work or
full-time education. It would seem to me that several pub-
lic and private agencies are going to provide a broad arrav
of placement functions now and in the future. People of all
ages need and want positive placement assistance--not mis-
placement.
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PLACEMENT SERVICES: HOW TO GET STARTED IN
URBAN AND RURAL EDUCATIONAL INSTITUTIONS

Raymond Wasil
Director

Ohio Division of Guidance and Testing

There are some things in particular I want to use as a
structure and some things I want to say about placement and
fcllow up and, in connection with these, I ...would like to
talk about public relations and the need for public rela-
tions in placement and follow up. If we do not have public
relations, we do not sell placement and follow up or con-
vince people for the need of them.

Inservice the administration--I believe you must start
from the top and work on down--you must have the commitment
of the administration before you can go ahead and, before
you move too rapidly, you also need the commitment of busi-
ness and industry. Now the next step, as I see it, is the
inservicing of counselors, teachers, and so on. But let us
go through just a little story I heard.

I was at a business meeting ane I was talking to or
listening to a man to whom I talked later. He was relating
a story about a man whose primary job is'to go out and de-
velop unusual success stories, a Horatio Alger-type of

thing, from rags to riches. He had been referred to a man
who was a successful business man in New Orleans, went to
him and said, "I understand that you came frc.r., the back
bayou country at one time, didn't have shoes on your feet,

wandered into New Orleans, pathetic situation, no jobs
during the depression, you contemplated suicide and now,

here you are one of the most successful businessmen today
in New Orleans. What happened, what is your success story?"
The man looked at him and asked, "Well, why do you want it?"
After having cleared up certain points, he said, "O.K., here
is what happened. I grew up in the back bayou country and

came to New Orleans, the big city. I was going to make the
big splash and then go back home with a diamond ring on my
finger; but when I got here it was the depression, there
were no jobs. I ran out of money; I didn't have shoes or .

my feet; I was cold and ragged. Walking along the levee
by the big Mississippi one night I contemplated jumping into
the river and ending it all. The cold wind was whipping
the water which hit me. I left and sneaked into a restau-
rant, sneaked by the slot machines--all the restaurants had
slot machines at that time--intc the restroom and, lo and
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behold, all the stalls there had locks and you had to put
a Aickel in to open them up. So here I am, no shoes, cold,
miserable, going to commit suicide, and frustrated, to boot.
So I sneaked back out and standing outside the restaurant,
going to head for the river, a man came walking up the
street and I panhandled him and got a nickel. I was clutch-
ing that nickel in my hand and said, 'Well, I'm going to
die happy.' Back in the restaurant, I slipped past the slot
machines, into the restroom, walked up to the stall and, lo
and behold, the door was open. So I did what I had to do,
sneaked out, saw the slot machine there, a nickel slot
machine, put my nickel in and hit the jackpot. I took the
money, went out, bought some vegetables, peddled those,
bought a cart and vegetables, peddled those and worked my
way up. That is where I on today." And the reporter said,
"Gee, this is tremendous, this is wonderful. What a success
story! Not only that, I'll bet you are really grateful to
the guy who (Jaye you the nickel." And the guy says, "Hell,
no, I'm not." "What do you mean? That started you oi'f."
"No, the guy I'm grateful to is the guy who left the door
open."

And isn't that what our job in placement is, to open
doors, not to close them, and then leave the doors open?
There is a little perception test you can take. If you have

sli'o of paper, take it out and divide the slip of paper
into four sections (if you have a piece of paper, you might
do it now very quickly) ; just make a square, divide i. into
four sections; in the upper left hand corner of that section
draw a dotted line from left to right. In the low,1,r left
draw a line from top to bottom; in the upper right hand
corner write the word "stop," in the lower right hand corner,
write these three words: drum, sex and table. This is
something that was presented by a female at another meeting.

thought I would share it with you. O.K., now, the first
upper left hzi:id corner box means nothing; the lower left
hand corner box means nothing. Did you print "stop" or
write it? Print O.K., I said write it, didn't I, I

di:ln't say "print." That is your first mistake, you were
not very percptive. What I am trying to sav here is that
we are not very perceptive when we talk to students about
doing thinas in terms of how they perceive what we say.
Students perceive on the basis of their own frame of refer-
ence. You should have written "Stop" out but you printed
it because your frame of reference is that of a stop sign
which has the word "stop" printed on it. The sane thing
is true of students. In terms of the three words, which of
-1.1m can you beat? You can beat two of them. You can beat
a drum and you can beat a table, but You oz 't beat sex.

what I would like to do now is to co into a delivery
system for place7ert, follow up and follow throu=h. I see
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placement as the accountability component of the total

career education program, K through adult. Jack has talked
about this and this is where I see it coming from: Career

guidance I see as a service, career education I see as a .

concept, vocational education I see as a program, and I see
the biggest problem in placement or education the game of

turi7lanship. Everybody has his or her little piece of turf

and will try to protect it, whether it is the co-op teacher,
-fhethec it is the classroom teacher, whether it is the coun-

sf:ior ()12.t in the field, whether it is the business person or
the plaQ:ement person in business and industry, or whether it

tht tztate employment services. I think we have to get
ala together if we are concerned abou.t our youth, for

'..nat is why we are here; it is for our students that we are

in business. We have to be concerned about students, not
only during the time they are in school but also for a
period of time after they have exited school. So I would
strongly recommend that when we talk about placement ser-
vices, we talk about placement services tied to the schools
for at least one year after the students left school. And

I would strongly recommend that we go for five years or for

an indefinite period through that adult education continuum.

In terms of employment for the job market--ana this came

up a couple of times in questions--as far as I am concerned,

I see the job market as an immediate area-type of thing;
then I see it as a regional employment ma:2t (and you have
to be knowledgeable concerning lour regiona.L employment mar-
ket which may be multi-county or multi-distlAct); then I see

a state employment region and employment regions across the

different states; then I see the nation as an employment

area and following that the international employment market.

And then the question came up, "well, how do you get kids to

move and will they move?", and so oli. All I can say is, is

not this what education is all about? We are supposed to
provide students with information on which they can make

decisions and choices. Well, one of those decisions and

choices might be, "you stay here and you starve, you move
away and you have a chance to get a job." I think we have

fallen down in not providing students with employment infor-
mation because we do not know enough about it. So that is

an area in which we must become involved and the other area

I see as a problem area is the fact that you are either
vocationally or academically oriented. Now, you may have

one good secretarial student who has sane language ability

and who has taken language courses. With that you open the
whole world as an employment market for that person. You

may have a student who is a good diesel mechanic. With that

and his foreign language he mly be able to get a job in
Italy, Spain, FranLe or Germany or some place else. We

seldom thought of this. We have always thought of that
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local little job market. We can no longer do sc So if you
are getting into placement you must have a fund f infor-
mation. You must develop it; you will have to start think-
ing about a combination of vocational and academic offer-
ings; you will have to think about job markets that may not
yet exist but may exist five or ten years hence. I can see
some of those things happening because local areas cannot
absorb the number of students we are turning out of school.
Then, of course, we get to the problem, "well, they vg-)n't
move " But, we have done a job of educating them in. such
a way that they know to where they can move and what will
happen to them if they don't. We wait until the last ticur,
the 12th grade, when we say, "O.K., we will now talk to you
about your job which is 150 miles away from here." And
then, as Jack said, you transport them there, you put them
into the job, you help them to get started, get them an
apartment and everything they nesA and three months the
student has come back. What is so unreasonable about that?
We should have expected it.

Talking about placement and orientation to employment--
and maybe, that is a better word--orientation to em7lloyment,
we are talking about beginning with students in the lower
grades. This is where the infusion of placement into career
euucation comes in; where we constantly prov'cle the young-
sters with information about areas of employment as we talk
to them about career areas. Do you realize that if you have
a language ability and a skill you can go to Saudi Arabia
and make doggone good money? So, if you are thinking about
placement, begin at the lower grades and not only at the
llth or 12th grade as a placement-type of thing. I devel-
oped some overlays which I have used with people to con-
vince them that placement services are viable services,
needed services, something that will help them. I divided
the overlays into units and would like to go through them
and show you how they could be used. There is no such thing
as free money. Jack and I were talking about that and, I
think, we both agree that if we are going to have placement
services, we cannot depend on Washington to give us the
money; we cannot depend on the state departments to give us
the money because in most cases they have less money than
they had before and we cannot anticipate any money from them
to become available because primarily that money is for
vocational placement. We must take a look at what we shall
have to work with in our local districts ani if counselors
are involved--and they should be--then we sLall have to talk
about re-allocating priorities: whereas a person was doing
a certain task previously, he or she may now be assigned to
something else; therefore, in order to bridge the gap be-
tween the priorities, we need inservice training to show the
persons involved in as simple a way as possible how to do
the job. In terms of placement, I have heard some of such
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comments: "Who, me? Why should I be involved in placement?
I am a counselor." Or, "I'm a DE teacher and I have got my
12-15 kids." Then the administrator comes along and says,
"We are going to have placement services or else. Ilnd here

is how we can work together." And that is where we must
have "idea" people. You have to break the traditional mold
and find out things that will work, like bringing people in
from business and industry, like using some CETA money for
placement and follow up and you can use CETA monies in that
way. A blending of available funds must be made so that you
have a total comprehensive program of placement services:
placement, follow up and follow throughpulling in the DE
people and showing them how they can benefit from being in-
volved in placement services; opening up your region in
terms of employment; involving the teachers by inservicing
them in terms of employment and employment opportunities so
that when they talk to their students they will be talking
about jobs being available in areas other than where you
make chairs or whatever else they used to talk about, show-
ing the students that there are other thinc;s to do ard in
different areas of the ccuntry. Once you ge a studert to
move, you can tell anctEt Etudent, "John Jones is now nving
in Minneapolis, I'll. 71.:ve you his address so that you don't
feel lonely, you can tact him and you can talk about the

old school days." Unfortunately there are people who say,
"It won't work." And these people purport to be exper,-,s in
the area. "Placement services will not work because of
this, that and other things," or "I don't know how." And
such comments you commonly get from the counselors or some
others in the administrative setup.. Or you get this, "We
never did it before, we have alwdy§; been involved in place-
ment and education." True, the only thing is, we have been
involved with select groups of people in placement and, as
far as I am concerned, placement services must become a
cooperative effort. The counselors are involved, and should
be involved, in placement services; teachers; coop coordin-
ators; administrators, the state employment services and
community groups. Placement service should be a cooperative,
harmonizing type of activity, not a competitive type of
thing because, getting back to what we are in business for
is to help students. Here we are talking about the end
product, helping students take the next step from the world
of school into the world of work, that most traumatic period
in their lives, when they are leaving those 12 years of
security and going out into full-time employment. And the
adults with whom they come into contact, with whom they may
be in conflict, arc not people like you and me who are in

schools to help them, but are in competition with them: for
overtime, for that job, sitting in that bullpen filling out
application forms; or the young girl who graduated from a
secretarial program and is now out there with another group
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of women, most of whom are 40 or 50 years old, most of them
having children, or grandchildren and some of whom are
divorced. She is 18 years old and single; how can she relate
to those women? Do we discuss with youngsters about things
like that happening or that they must look at employment in
terms of not only getting a job but keeping it and moving up
the ladder? These things are part of education; these are
the things we should be doing, can do; and we can educate
those people in our schools to do so.

Now, in terms of a structure for placement services.
Let us talk about some of the things which are necessary in
establishing placement service, and Jack and Lillian have
wor!,ed on these, i.e., you have to assess your district in
terms of what your district expectations are. Is it a col-
lege prep district where most of the youngsters will go to
college and is it what the parents expect? Is it a rural
district? Is it an inner-city district? Or what? Such
assessment is the first step in your planning. Then you
will have to assess what finances you have available and
how far you can go with the available monies. You will then
have to look at additional sources or resources for money.
Then you will have to look at the '.:ypes of community within
your total community; the business community; the industrial
community; the parents as part of the community and their
expectations, and so on. You will have to gather data and
do a study before you go ahead with placement. Then you
will have to measure and evaluate your school system in
terms of placement. What placement activities or follow-up
activities do you currently have so that, when you talk to
people in the community, you will not talk about "Here we
are coming, we are going to throw everything away that has
been done and we will do it our way from now on." So, we
have been doing college follow up, fine; we have been doing
college placement, fine. What that means is that those whom
we have not placed in college also need help. So, now we
will be talking about comprehensive placement for all stu-
dents who exit school. When talking about exiting school
you are talking about the dropouts and the stopouts as well
as of the graduates. So you look at what you have.

Now what I'm saying here is, before you start a program,
you do an evaluation of everything that is there, you do an
assessment, then you pull the people together; you talk to
counselors and you inservice them; you talk to teachers and
inservice them; you communicate with the DE and the co-op
teachers, so they don't see this as a threat and you show
them how they can work with you. You talk to the principals
and the other school people involved. You have your struc-
ture set up, you have touched base with everyone; if you
begin from the top and get administrative O.K., you have
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very few problems in terms of having people along the way
working with you. If some say, "Well, what will happen
with placement services, will they grow?" "Yes." From the
Federal level on down, they will grow because, as Jack
said again, placement services provide accountability and
we are being told in education that that is what we must do,
"either be accountable or we will come in with voucher edu-
cation, contract education or something else, you are not

doing the job." We will develop accountability and we will

develop public relations. You cannot help but develop posi-
tive public relations because you are now talking to parents
and people in business and industry. They are now develop-
ing things for you. Kiwanis have a committee; Kiwanis is
obliged nationally to have a vocational committee or an edu-

cation committee. My personal experience with Kiwanis has
been that they have money and expertise; they represent the
business community and all they are asking of us in educa-
tion is, "Folks, tell us what you want us to do, how can we
work together?" You know, in the past we have snubbed them,

they have called school systems, tried to talk to someone
and no one would talk to them because the administrator
said, "My job is to run the building"; the teacher said,
"My job is my subject area"; and the counselor said, "Well,

I do not have the time." My contention is that the coun-
selor is the person who has the time, or who should make the
time, because of all the people in the school, the counselor
is the only one who is student-oriented. I see the teacher

as subject-oriented, the administrator as thing-oriented in
terms of making things happen. Decisions must be made in
terms of placement services. We are establishing, for
example, "Whom do you serve?" "What age group?" "All stu-

dents?" "Part of the groups?" "9th, 10th and llth grades?"
"What do you want to do?" "Do you want to provide certain
types of activities in school?" "Do you want to co-op
them?" "What?" And all these things should be listed and

documented. When and where do we do it? Do we du it in

school? Do we do it after the students leave the school?
Do we do it in community centers? Where And then, when

do we do it? Do we do it in the spring, fall, winter,

junior years? senior years? These are basic decisions. If

you go to an administrator and say, 'Here are things we want
to do," the first thing he will ask is, "How much will this
cost? What is your time line? What activities does it in-

corporate? What people will be involved? What results
would you expect which can be documented? And with a good
solid placement services system you handle all of these

things. You can generate cost factcirs and the rest. The

first step in any placement structvare, as I see it, is a

data base. You cannot operate without. Data on students,

data on employment, jobs, data on colleges, data on appren-
ticeship, data on part-time jobs and data on co-op programs.
If you have a computer, you can feed this information into
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it and this computer can chuck it I.,. k to you o that you
have it broken down any way you w If you have an
employer contact file--you can gf,l e thousands of names
very quicklythen you have that . ff.! of information.
If you have a Chamber of Commerce, it can provide you with
a list cf the industries in your area based on the number
of people they employ and the type of product they turn out.
If none of these things are available and you want a good
tie to the employment market, take a look at the yellow pages
of your telephone book. Employers are all listed there,
alphabetized by career areas. So anyone who says, "I can't
get information on employment," is crazy. It is there, all
right, all you have to do is to dig it up. Then as you make
placements and follow through with follow ups, you will
beef up and build up an employment record. So let us start
with data on students. If you do not have a computer, you
may use a McBee card. Remember when we used to schedule
schools with McBee cards? Within a couple of days one could
schedule an entire school. This is a McBee card, little
punched holes around the end, notched in one corner, wi.lh
a larger hole; what you had was a pair of needle-nosed type
pliers with which you just notched one of these little holes
and that was either a negative or positive response. For
example, if you had a male/female here or male on here and
you notched it, then would say, "well, if it is notched, it
is female, if it is not notched it is a male, or vice versa."
Using a little scorer or knitting needles, you could separ-
ate the notched from the unnotched. This constitutes a desk
top computer and some of the large school systems where they
have computers, are having so much trouble getting into the
computer that they are going back to the McBee card, par-
ticularly in the pui) personnel areas. So let me pass
these out to you to give you the idea and to tell you brief-
ly about the type of information you can generate on this
type of cards, or something similar to it. In the center
of the card there is basic information which can provide you
with data, or you can file data in terms of contact, and so
on. On the left hand side is information in terms of voca-
tional programming, vocational training the student may have
had. In the upper columns there is information you may want
on male, for example, attitude, race, height, personality,
course work and disadvantages this person may have. On the
right hand side the student indicates two or three areas in
which he or she is interested for employment; across the
bottom, absenteeism, school course work that was not voca-
tionally- but skill-oriented, transportation availability,
past school record. Now if this were fed into a computer,
you could pull out a list of names of those students who
are interested in going into electronics as their first
choice, second and third choices. You can pull out infor-
mation on absenteeism--and with some employers that is the
most critical thing; they talk about a triple "A" rating
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and one of the three "A's" is attendance. Attitude, Atten-
dance and Appearance = Triple "A". In terms of vocational
programs for follow up, when fed into a computer, you could
generate mailing labels and then do a selective follow up,
let's say, for just those students who graduated from the
auto body shop. You can get information on a student who
has graduated from one vocational program and the follow up
shows he or she is now working in another area. Lots of
things can be done with this kind of format, depending on
the information you may want in youf particular area. Let
7e stop here and see if there are any questions before I go

ead.

Attitude may pose a problem for some of you in terms of
how that is used. It is used to provide information in
terms of groups of students who have problems related to
attitude so that the counselor can zero in before they are
referred for employment. It is not a concrete, engraved in
granite, type of thing. It indicates that this is a prob-
lem area. In the upper right hand corner you talk about
disadvantages. Fine. You talk about the physically handi-
capped and what types of employment are available to them
based on any physical limitations they may have. The epil-
eptic, for example; if an epileptic goes out and gets a job

with a company and on the application lies about the nandi-
cap, if 10 years from now he/she has an accident and it is
found out that he/she is an epileptic and has been an epil-
eptic, that girl or boy loses all privileges within that
company because of the lie on the application form. If a
student is a slow learner, an educationally mentally retar-
dee (EMR) , there are employers who are looking for this type
of student because of the very nature of the jobs they have

to offer. It is not a job match as such when you are gath-
ering information based on problems or skills a student may
have and then referring that student to companies which have
indicated that they will employ such type of person; it is

having sources of information and being able to correlate
that information to direct groups of students to specific

types of employers. Data on jobs is not difficult to obtain,
neither is obtaining data on colleges a difficult matter.
Let us talk a little ,q-our datA on employers and how this
type of data can be ke2t. We Loveloped an employer card,
assigned a number to compF.ny and then a prefix number.
For example, wholesaling miyht be W and retailing might be
R;.then on to 10, 20, 30, leaving a gap of 9 between in CU3e
you wanted to fill in other companies at a later time. We

fed this information initially into a computer, then into a

mini-computer. We could have gone just as well with the

McBee type of card, put that information on it and pulled

it off. You add information on this card as for example:
which employers hire at what time of the year so that you
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are contacting certain employers at a cert=Ain time of year
because that is what the employer indicated as the time
for hire. It is structured and organized, it is not hap-
hazard; then, whom the employer hires, whether graduates,
part- or full-time; while students are in school, part-time
or during the summer, during the fall, whether an employer
will hire a drop-out, a vocational student, a disadvantaged
student, a physically handicapped student, a slow learner;
the number of employees, the size of the company, the age
b/acket for employees. If you compile just this simple type
of information you will have a good handle on the employment
market in your particuiar region. Many interesting things
can be done with such gathered information. Some school
districts have done a mail out to employers and have re-
ceived a list from the Chamber of Commerce or making one up
from the yellow pages of the telephone book and in some
instances got a listing from state departments or employment
services. When they received about 50 or 60 percent returns,
they did a second mail out, followed up by phone calls, etc.
In small school districts another approach which has been
used is to release students for one day, break the students
into interest groups, have 2 students go out and contact
four or five companies which are working in the area in which
the students say they are interested, having the mayor send
a letter out with the students or announce that this is
Youth Employment Day or Youth Employment Week, depending on
your particular district. Another thing is the use of pub-
lic service radio and TV to announce that this is about to
happen. Do whatever is best for your particular area. We
did some very interesting things in one small section of
Maryland once, Harper's Ferry. There we did a survey using
adults to make the surveys and generated a lot of infor-
mation in a very short period of time. I can visualize such
type of information being gathered within a week in almost
any area, depending on the approach being used.

Now let us talk about other types of data. If we work
with students we shall need information on, let us say, the
dropouts or the students who have left school. Now, in most
school systems you will say, "we have 10 percent dropouts
or we have a thousand or 500 or 600 students who dropped
out" and then the question will come up, "why did they drop
out?" Well, there are five or six official reasons for
dropping out. When they are working with their parents at
age 16, they can drop out; or when they are partially em-
ployod; or pregnant; or this, that or the other. In terms
of accountability, we can generate a lot of information con-
cerning need areas in education by doing follow ups with
dropouts. For example, in one area we followed up in a
school district to learn how many girls were dropping out
of school and checked in the main office the reasons for
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dropping out to which we added five or six other reasons.
After a mail out, we followed up with telephone calls to
find out why these students had dropped out. We found that
a large percentage of students felt that the school had
nothing to offer them, no programs, nothing of interest to

them. We generated the additional information and came up
with a couple of programs that could be available initially
on a non-credit basis. After these programs were started,
we found that the number of female dropouts decteased. Out
of the five courses they had to take during the day, we
offered one cr two in which they would be particularly in-
terested ird they came to school for those courses. So we

had iMItlf -.ate feedback which could be used for some program
develol: ,lt with the dropouts. We continued with data
gatheri_. in other areas and the card I have here is the
basic card we used for compiling information. Again, you
can transport this to a McBee card. Here is what we were
looking for: We wanted to break the students down by sex,
age and race; we wanted to find out in what grade they quit,
whether in the tenth--that is when most of the dropouts
occur--; we wanted to know the reason for dropping out; we
wanted to document that we had contact with these students
so that no one could criticize the schools for not trying
to help them take that second step; we wanted to document
what we had done in terms of job counseling and job guid-
ance and what happened to them as a result of this. DA
they take the GED? Did they go to night school? Did they

re-enter school? Were they referred to the Ohio Bureau of
Employment Services or did they make use of additional pro-
grams available to them? On the back of this card you will
note that some of the reasons we listed were not all offi-
cial reasons for dropping out. Number 2 was probably the
one on which we had most responses. Ve also found that stu-
dents were dropping out of school because they did not like
a certain teacher or because they could not get into a voca-
tional program; or because someone was harassing them in
school; or there were problems at home and with just a lit-
tle bit of help we could pull that student back into the
educational structure and that student would be successful--
but that little extra help was needed. The students would
not go to a teacher and they would not go to a counselor.
We also found that we could refer some of them to night
school when a full day of education was not possible for
them and they would take a couple of courses at night. We

also found out that when the senior found out in the second
semester that he would not graduate and quit school, we
sometimes could keep him in school and have that person
finish in summer. But with all such types of things, de-

pending on the need, you have to have documentation so that
you have a data file. You have information on the students

bascd on in-school activities and training, whether voca-
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tional e:. non-vocational, skills, attendance, interest areas
c past employment, transportation whether it is

vailabi them or not. You have built up a file on em-
ployers and you have picked up the gap concerning the stu-
dents who have left school prior to graduation. You have
now 100 percent accountability for all the students. Then
you can use this infc-mation which you have generated, docu-
mented and brought back, 7aying, "Here are changes needed in
our program." Not only ca:, you do it, it has been done and
is being done.

Then there is a cnd section and, as far as.I am con-
cerned, it is probably the most critical sction, namely
pre-employment preparatir7. You can send d student out for
d ..iab who may get it Rnd lose it. You can send someone
who is highly trained in vocational area. This student
may be unable to gat a jo,). :,et me give you two examples of
things that actually happened. We had a girl who was a
secretarial stude:lt. She was beautiful and very personable.
She had a high degrLe of ki1l in shorthand, typing and
other things. Time .ifter time she went out for interviews
but was not accep;.ed. She lost her job opportunity. It
got to the point where she was saying, "I am not going out
any more, I am tird. I go for an interview, I do my best
and I don't get job." The teacher was thoroughly frus-
trated because 6he was one of the best students she ever
had. We sent this girl out for two more interviews and she
came back totally disgusted with us for even sending her
out. We contacted theproE;pective employers or the people
who interviewed her and asked, "what happened? Were her
skills low?" "No, shorthand was good,typing, too." "What
about appearance?" "Good appearance." "How did she present
herself?" "Oh, she presented herself well." Here we were,
becoming really frustrated. But I finally got one little
bit of information from one of the personnel people. She
seemed a little immature. "Well, immature in what way?"
"Oh, the giggle." "Oh, she giggled while you were intr-
viewing her?" "Yes, that was it." I called other inter-
viewers and asked whether the girl seemed immature and
whether she giggled while being interviewed. Three of them
indicated that it was so. The girl, knowing us, did not
giggle whe. e talked to her. Going out for an interview,
she felt under pressure and reacted by giggling. She thus
lost the jobs. She was willing to chuck two years of train-
ing and skill rut of the window because of this kind of
thing. We now followed up by bringing strangers in to have
her interviewed; phe overcame her giggling then and landed
a job.
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Then we had Joe, high school football and basketball
hero, triple threat man, good student, personable, just Mr.
America. He was looking for a job during the summer as he
was going to college and had a scholarship. We sent him
to a shoe-in, to a job which paid almost $3.00 an hour for
40 hours during the summer plus overtime pay. All he had
to do was to show up in the office and fill out the forms.
We had talked to the man who was going to hire him and he
said, "Well, I would like to talk to him a little bit first
because, you know, I am an old jock myself and I have seen
this kid play football--and so on. We sent Joe for the
interview. When he was back and I saw him in the hall I
asked, "How did things go?" "Don't want to talk about it."
"What happened?" "Didn't get the job." I called the em-
ployer and asked him what had happened. He said, "I don't
know, that kid was on the edge of his seat ready to run.
Not only that, his color didn't look too good." So I talked
to the boy and asxed, "Well, what happened, Joe?" He
answered, "Well, Mr. Wasil, the night before I 4ot to think-
ing about it and I got so sick and nervous that I threw up,
I could not sleep all night thinking about it; the next day
I could not hold my meal down; I got in there and I started
sweating. The only thing I could think of wa that I had
to be there but I wanted to get the hell out." And he did.
Now, here is a ;Doy who was totally acclimated to the school
world, but that employment out there, that little thing, no!
And we were sen:ing him on to four more years of education!
At the end of that four years, I think he would have just
as many problems going out:and interviewing for a job.
As you talk to personnel people, they will tell you that
college graduates interview more poorly than most vocation-
ally-trained students. Some vocational students have had
some training through their teachers. Very few college
graduates have or have had in the past. So, pre-employment
training is necessary. Who is supposed to help with pre-
employment preparation? If you have a placement person, or
if you have a counselor, the counselor can act as a facili-
tator and feed information to teachers. Let me go
through some of the types of Clgigs we have gone through or,
before that, let me give you a little preparation in terms
of problems students have and which you or I would have.
Where do we start to look for a job? If you were looking
for a job tomorrow that would be your first thought, "Where
do I start to look?" This school system, that school sys-
tem, this state department of education, that one, this
state, that state, where? Who is supposed to help us?
Those are the questions the students will ask at the school.
"Is it my coun3elor, is it my teacher, my vocatiohal teach-
er, the state employment service, who?" And those are
are legi'Amate questions. When do we go out and start look-
ing for a job? In our senior year, in the spring, in the
winter? There must be some time schedule which we can pro-
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vide for th-m. Where do we do it and what do we do, both
fcr vocational and college students? And the very big
criticism of vocational education, both at the federal and
local le. is "You have students who have received train-
ing but c :lot have jobs. So why provide vocational train-
ing if no jobs are availab7 -" And here we get back to what
I mentioned before, we must provide the students and the
people in education with information on job markets over and
above our local job markets and that not during the students'
12th year, but beginning in the 8th and continuing through
the 9th, 10th, 11,Lh and 12th years. And then help with the
specific problems the students have, for example: Where do
I start to look fcr a job in this community? What do I say
when looking for a job: "Hey, man, I'm here for a job?"
Many students go to employers with that attitude and never
get the :'ob. Let me tell you about a student whom I had in
a summer workshop which we ran for students who had gradu-
ated or dropped out of school; we pulled them back into the
school durina the summer because we could then get them in;
the administration was gone and the students came. This
particular student, who sat in the back of the room, told us
when we talked about filling in application forms and where
to go, that it was all a bunch of bull, that he had been out
and looked about four to five times for a job and had not
found a thing. There he sat with a shirt open to his waist,
sandals on his feet and a big comb sticking out on the top
of his head. When asked where he looked, he answered,
"Well, I went out and I looked for jobs and there are no
jobs." I said, "Now, if vou are really interested in finding
a job, we will help you, but you will have to follow some
basic instructions. First of all, where do you want to
work?" He wanted to work in a gas station. He was a gradu-
ate of an auto-mechanics program and he could not get a job
because the job market was full, but he did want to start
out in a gas station-type thing, minor repairs, tune-up,
and so on. He said, "I went out to a gas station and
pulled in with my car and I called the man over and asked
him if he needed any help and he said 'No.' I then went to
the other gas station, the man came over and I says--I did
it different then--I asked if he needed anybody who has been
trained in auto mechanics and he said 'No.' I went to about
four places like that, no one wants to h:re me." I said,
"O.K., try this, just try it. Tomorrow go out, you can wear
a T-shirt, that's no problem, get rid of that shirt open to
your navel, put some shoe.s on your feet, work shoes if
you've got them, park your car over to the side, don't show
up at 4:00 or 5:00 when they are busy, don't hit them
at 8:00 or 9:00 a.m. 4J),In they are busy or at 7:30 to 8:30
a.m., whatever the bu_.ness period is, hit them at a slack
_period, maybe at 2:30 in the afternoon, 10:30 in the morn-
ing, park your car at the side. 7ou are dressed as though
you are ready to work right there and then, get that damn
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corb out of your hair--that's a weapon--, go in, buy your-

self a coke, strike Up a conversation with the man; you
know, how's the weather or something of that sort and let

hirl know that you are interested in working." He went into

one gas station and the man was not hiring anybody but
referred him to someone else. He went to the next one,
using the same approach, and got the job. It just took
that little bit to get this boy around. He wanted a job,
but he did not know how to do it and he did not know what
the employer's expectations were. As far as I am concerned
that is part of the education for our youth and we should be

doing this. Answering the questions, "When do I go?" "How

do I dress?" "Are there any forms to be filled cut?" "Any

application forms needed to be filled out?" "Is there

going to be an interview?" "What type of questions will I

be asked?" "If I am going, will there be a test? If so

what type of questions are on the test?" And these are

things we can provide for the students.

Now let us get into some of the things which cause the
students to lose a job. An example, "What am I suppose to

do? I finished that job an hour ago, the boss came up zo

me and said 'how about sweeping and cleaning up around here.'

And I told him, 'no, that wasn't my job.' My job was tc.

run this machine over here or to do this or another thing."

Or, "the boss came out and asked me to water the plant in

his office and dust his desk and I told him, 'no,' my job

was that of a file clerk. Lo and beheld, I lost my job."

I do not think that we teach students that their job is

more than just one specific task, that their job is to work

with other people within that company and to get along with

them, that their job is to do these and other things, that

their job is to make their working conditions as pleasant

as possible and if that means bringing in an African violet

and setting it on the desk, you do it; or if you have to work

half an hour longer, you do it; or if you have to work
through lunch, you do it and that those thincp; may come up

in employment. You don't say, "I can't do it, boss, my 15-

minute coffee break is coming and I am going down with my
girlfriend to have a cup of coffee." And he says, "Well,

but I have to have this out." "That is my coffee break."

I do not think our young people realize this, or at Least

those to whom I have talked do not seem to know why they

are losing their jobs.

Then we get into that type of thing, previously men-

tioned, that second section of that triple "A" rating, atti-

tude! "I have my rights," "I'll dress the way I want,"

"Let the employer change," "People don't like me," "I want

to do my thing." Well, the employer is not going to change.

We have not told our students clearly enough that the em-

ployer is in business to make a profit. He has to satisfy
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his customers and if his customers are turned off by long
hair and will not come in, ne will lose money; so, if the
student wants to be hired, he will have to cut his hair.
It is just that simple. That does not mean that the em-
ployer does not like long hair or does not like that student
in long hair, that is not it. And if students have to wear
a uniform, there is a rationale behind that uniform; the
same goes for having to wear a hair net or taking a TB test.
It is not necessarily a personal thing with th-?. employer,
he is in business and if he is not in business, the employee
will not have a job. "People just don't like me." We get
into the cases where you have that young girl who is in
with all the older women, or you have a case where you have
a black who is in with all whites; or a white who is in
with all blacks, and they are unhappy. We do not tell our
students that it is not just a job and an income; it is a
fact that they dill have to spend eight hours on that job
with people, so they should try to find a job in which they
will be happy; they will increase their job retention by
going that way. It is not enouoh to get a job, one has to
hold a job. Then we have to ttell them what opportunities
there are for advancement within that company. If it is a
dead end, it is a dead end, but you take the job because
you need the money to look around for something else, or if
you need more skills, you use that money to acquire more
skills. Not only that, there are companies where you can
work and get skills. That is why it is important to provide
studenLc with such information and to do that follow up for
a period uf time after they leave school. Some of them do
not realize the above things until they have been out of
school for a while and that is where the follow LID comes in
and the follow through and generate informatio: back into
the program.

Then we get into attendance. "I lose my temper when
people tell me what to do." "I deserve a raise, I have
worked here for two weeks and Johnny Jones here beside me
worked for two weeks; they promoted him but not me; I

should be promoted, too, because I started at the same time."
Isn't that what we do in school? The students are all in
the 8th grade, then move to the 9th grade. Maybe some spend
2 years in the 9th grade, but getting a little big, we push
them into the 10th grade and if they are good kids, we give
them eventually a diploma although they may not be able to
read or to write. If they are late, they are late because
the car broke down. An employer does not give a darn why
you are late, he needed you at 8:00 and you showed up at
8:15 three times in a row; not only that, you take 45 min-
utes fer lunch instead of 30 minutes and you quit 20 min-
utes early to clean up. "Well, when I was in school I got
straight A's and I was abaent half the time." Or, "I was
late 5L times this year, the last year I was in school and
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nothing was done." What I am saying is, the. employers ,7a-
sider attendance to be extremely important because time is
money to them. They do not hire employees necessarily on
the basis of grades, they are looking at attendance. Some
employers cannot use school records for employment, they
cannot use test results, but they can determine whether to
hire a person on the basis of his/her school attendance.
Several large companies have aone some studies with people
in education on attendance. I happened to be involved in
one of those studies where we did a comparative analysis of
the absentee record in school as compared with the absantee
record on the job. We did this over a period of years and
found that there was an extremely high correlation. If the
students had a poor attendance record in school, they had a
poor attendance record on the job; however, normally that
did not show up until after the first 60 or 90 days. Once
they came under union coverage, then the attendance record
was almost the same as it had been f_n school. This shows
that we teach students poor habits and attitudes in school
in terms of attendance. We can get the support of employer,7
to bring pressure to bear in support of a strong schocl
attendance program.

However, it is not just a matter of having boys and girls
in sc.hool, we must have something for them. If we talk
about a product the way industry does, we talk about our
youth; about materials such as books and experiences; about
the teacher as a laborer; about tooling perhaps as being
vocational education. The school j.s the factory service
and placement is a big cost factor. You must determine what
that cost factor will be. How much does it cost to place a
student or to provide a service for himlher: in the area
of pre-employment preparation; in the area of actual job
development; in the area of follow up?

: have some materials here fo7: you, one of them is on

placement. It is an overview that was developed to be used
with administrative personnel and touches on ten major
points. One piece is a brief history of job placement, the
other deals with placement as related to accountability,
with some overall objectives, with a format for establish-
ing a school placement service and with a for.at for school-
business-industry cooperation; it deals with how to go About

it step by step, with basic requirements for seleczing
placement specialists and with the areas for which they
should be responsible, starting in grades 7-8; job develoP-
ment, grade 9: evaluation and placement services; and grade

10: follow up. It is backed up with a pre-employment
model, a cookbook-type, which contains 13 mini units which
are used with teachers, a manual on job placement which is
a ste.:2-by-s7Lep tvpe of thing with all the forms in it; a
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cookbook in terms of dz-ta processing so that you can handie
large numbers, and some follow up. A cookbook in terms of
forms which have been used in other areas of procedures for
usc. And then here are some articles as well.

Let me go into the pre-employment types of things. I

can see a counselor, a placement person, in the s:thool
orient:Jig the teachers to placement activities. What we
have done is to go into a classroom, let us say, an Englich
classroom, and talked to the teachcr about the resume. We
require tat the teacher be there in that classroom. We
conduct two 40- to 45-minute mini units depending on the
class. After that, in the third class, we stay i: the
classroom, the teacher uses the raterials we have provided,
conducts the class and whoever is workim; with that teacher
discues it with the teacher. The mat7:rials are left there
and the teacher goes on to the additional two classes. The
teacher can expand the unit if he/she wishes. In some cases
the units have been extended to two or three weeks and in
some cases a couple of months and sometimes ju-i;t a one-shot
type of thing. We use the "Ten Commandments of Job Hunt-
ing" as a sort of opener for the students and you will note
number 7, which says "Thou shalt not be rlreedy," perhaps
thou art not worth $3.50 an hour. Some of those students
think they are worth $5, 6, or 7 an hour because their
daddy is getting that: many dollars an hour and they think
that after all they will be doing basically the same thing
as their fathers. Whatever you are doing make it interest-
ing for the students.

I will now pass out a flyer 'n interviewing which has
mostly been used with social si cs teachers in the llth
and 12th grades. Students were .ent out to places of em-
ployment with tape recorders to tape an interview, brought
it back and the students then reacted to it. Then people
from business and industry were brought into the school to
role play and interview the students. This had been vid-
taped and played back. Stladents interviewed each other,
asking certain types of questions, video-taped this and the
class either reazted to it verbally or in writing.- The
result was that we developed some 13 or 14 of 8 1/2 x 11
sheets and normally mass-produi 10,000 copies at a clip.
You provide the teacher with 35 c.opies, show the teacher
how to use them and go on from there. If the teachel wants
resource people, you provide their, from the community to
come in and work with the teacher to orient the students.
There is nothing magical about the job interview but it is
a need area for students.

Another area is part-time employment. What are erlov-
ers looking for when hirin; for part-time employment and
how can students get a part-time job? We found that stu-
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dents do not know where to look, do not know what to say,
do not know how to go about gctting a part-time job. So

we developed this brocnure, "Ilow to Find a Part-time Job."

Teachers, counselors and/or placement specialists discussed

this with students. We also found out that most students

do not know how to interpret the Dictionary of Occupational
Titles (DOT) ; a lot of other people did not know this

either. So we looked around trying to find out what is

available in the community to give access to students to

career and job information. Well, there is the newspaper

and there are the yellow pages in the telephone book. We

got in touch with the telephone company and asked if they
would work with us in developing a mini unit which teachers
and students could use in the classroom. They agreed and

even provided the yellow pages of last year's telephone

boc:k. Since then, we have seen stacks of old telephone
bfirAs piled up in corners, beaten up and rag eared, showing
that they are being used. So, we developed a brochure,
"Let Your Fingers Do the Walking Through the Yellow Pages."
If students want a job in landscaping, for instance, no
matter where in this country, they will find "landscaping"
listed in the yellow pages, the address, the telephone num-

ber and even illustration. And this does not cost them a

cent. This will be a lifelong skill we will be providing

for them.

Now, going back to application for employment. We de-

veloped some sample application forms and distributed them

tc the students. This mini form, "Your Application" was
explained to the students. We told them that most appli-

cation forms could be four or five times larger and that
most of them had a section which is a release. If students

signed it, it authorized tl-e company to contact the school

to get a transcript of the students' gradec and records.

There is also another section on the form indicating
whether the students are in good health, and so on. So

that when students saw all this, they knew what they were
signing and what the implications were. Students were told

t-o fill this form out before going for an interview and to

fill it out .truthfully as otherwise the interviewer might

find cut a lie and they would be in trouble, would lose the

ob and had wasted their and the interviewer's time. We

found out that manv students went to employers who had no

application form. So we developed an application form,

.._:ave the students four or 5 copies each and asked them to

fill the form out prior to going to an employer so that the
eployer had the information on reference, social security

n-..1mber, previous employment record, wage or salary and a
little _theck list on the back. It is the size of a dollar

bill, only yellow in color. So a student could take this

to ah e7-..clo%-er who had no ap3icatic,n form, tell him, "1
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know you do Lot have an application form, I am interested
in working for you. You said you would have an opening in
a couple of weeks; here is an application form I would like
to leave with you, it will fit in your cash register, you
can tell it is different from a dollar bill, it is yellow,"
and so on. And it works. They are cheap to produce and a
great help to the youngsters. We tied this in to a little
publication on application which we gave to teachers, ori-
enting them to what the procedures were in filling out an
application form. We found that many teachers never filled
out an application form in their lives. They had gone
through high school, college, got a job in a school system;
they had filled out some forms but they were no application
forms, just an information sheet, because there was a trans-
cript of their records from the college. The teachers did
not realize what students had to go through when hunting
for a job. We really shocked them because we got copies of
application forms used by major industries and which were
3 and 4 sheets long. Some of the teachers could not even
fill them out and here we ask the 18-year old to fill them
out!

Getting in touch with the newspapers concerning the
want ads, we developed another mini unit area, namely the
use of the newspaper. We all know that there are two differ-
ent kinds of ads, ads telling of available jobs and ads for
job seekers. And then what about private employment agen-
cies? And students need to know what a private employment
agency is, what do they charge and what can they charge?
So we had teachers work with the students on want ads. One
does get into all kinds of things with them, especially
girls do. For example, you look into the newspaper and
find an ad which says, "Excellent opportunity, growth ex-
perience, travel, $12,000 a year to start," and so on. And
the young girl, you know, "females only 18 to 22 years of
age, must be pleasant and good appearance," and so on, shows
up, is interviewed by another girl in a hotel suite some
place, gets the job, leaves the city or the state, is out do-
ing something, and no one hears from her again. She is
picked up later for white slavery. We say, "Oh, this cannot
happen." Like heck it doesn't. It is happening eVery day.
Or a girl shows up for an interview and is asked, "Where are
you living?" "I am not living with my parents, I am living
away from home," and that girl disappears.

Then there is another matter, a classic example as far
as I am concerned. A young student for whom we got a job
at McDonald's was very unhappy there. It was not enough of
a challenge for him. We tola Aim that at this point he was
making money and that there were other students who would
love to have his job. He said, he was going to go to a
private employment agency. He was asked if he knew the
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charge and he told us he knew it and that his parents would
pay for it as they wanted to see him a success. He quit
his job, went to a private agency, called me and said he
got a job with a national chain in a managerial position
or the potential of a managerial position. Exoressing my
enthusiasm, I asked how much it had cost him and he said

$600. His position at McDonald's was filled by another
student. We found out that the boy who had quit had been
transferred by the private employment agency to another
McDonald's at the other side of town. He asked me, "Well,
do I have to pay?" I said "Yes." "What if I quit, do I
still have to pay?" "Yes, you still have to pay the fee,
even if you quit." "Well, that is a cheat." "I am sorry,
but we told you about it, you understood it, you made the
decision and that is that." But there are youngsters who
fall into that category without having had any previous

information.

Then there is another thing that is happening into which
all the slower and poorer youngsters get sucked. Want ads
for employment, for example, "Job opportunity, $12,000 or
$8,000 to $14,000 a year, we will train, no cost or any-
thing else." The youngster gets to the suite of rooms, the

interviewer looks at him, finds out that the parents have
their home paid for--and they are slick at this--they con-
tact the parents and say, "Your son has been selected over
300 applicants for a position with our company. Now, we
are willing to train him, however, in order to cover all the
training costs--and don't forget within 2 or 3 years your
son will be maKing 20 some thousand dollars a year--there
is a commitment on your part." Parents go back, refinance
their house to kick up the 3 or 4 thousand dollars for the
training and that is the end of it. And one of the biggest
gimmicks is in the electronics school bits. And here again,

through the newspaper.

In my opinion, these are the things students should
know before leaving school and this is part of education.

Then we developed flyers on what tc do when you are
hired and how to hold your job, containing some of the
problems youngsters may have, the commitment to the employ-

er and the employer's commitment to them. Teachers use all

these materials.

Then there is another flyer we developed on dropouts:
Wouldn't it be smart to stay in school, but if you will not
stay, here are some options and the people who will help

you. This ties in with the follow up on the youngsters who
h3ve left school. We tied that information into a more
uE:-to-date one, entitld, "Thinking About Leaving School?"
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There are several other brochures we developed, for example
on part-time employment, and on summer employment. And all
these were prepared to provide teachers with information
and holp. It is not difficult to do and you can do it.

Our brochure "What is a Resume" :Alows on the back a
sample resume which again is backed with additional infor-
mation. For example, I talked to some personnel people and
asked them "If you receive a resume from a person, what is
your reaction to it?" They replied, "Well, we get a lot of
resumes and they are basically all the same. If youngsters,
or whoever is applying, would include a letter with a res-
ume--and we have some accompanying letter 2 pages long
which we do not want--short and sweet. So we got together
with the English teachers because we felt they were the best
ones for teaching about the resume and accompanying letters.
We developed some short statements which could be used as
kickoffs, such as, "Dear Sir, are you looking for someone
who is willing to work? I would appreciate your consider-
ation for me. I graduated in June from high school.
While I do not currently have a lot of work experience, I
would appreciate the opportunity of working with United
States Steel. Enclosed is a brief resume of me for your
consideration." Or, one like this, "Dear Sir, for the past
12 years I have been involved with a company whose job it
was to provide me with the skills necessary to move ahead
in life. I have completed my apprenticeship and woulu
appreciate the opportunity of benefiting from my 12 years
of training. Your consideration of me as an employee would
be most appreciated." I sent this out to a personnel man
to ask for his reaction and he said, "Gee, this is tremen-
L:ous, this made me want to read the resume to find out what
the kid was talking about and where he got his 12 years of
experience. When I found it was in school, that really
ticked me off." Another one. "I have looked forward to
graduating from high school and finding employment. While
I have not had the opportunity of acquiring years of work
experience, you would find me a good employee. Would it be
possible for me to come in for an interview?" With such a
letter you force a reaction. The company would have to
respond, "Yes, you can come in," or "No, you can't." All
that is built into one little paragraph. The youngsters
love this kind of thing, sit in the study hall and write
the letters; they can perceive the value of them and this
is a positive attitude. Some parents call in and ask if
they can have copies.

You will find that the materials you develop, like the
flyers, will hit four or five people. not just one person.
You will not find them in the wastepaper basket; you will
find youngsters from other schools getting them; voa
get phone calls from other school3; you will tilat

parents, brothers and sisters in college read them; the
relatives ask for then.
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The other day I got a call from a superintendent who
asked for a package of the flyers. I asked him, "What for?"
He answered, "My daughter is in college and she will be
getting out and I wanted her to look through them before
she went ()Lit to look for a job." I told him that they were
not developed for her level. He said, "But, Ray, you know
when we talked about these things before I thought that
they had a lot of good points." What we have done is just
giving a skeleton outline. You can fill in what you want.
But they contain the basic ideas and you leave the teacher
the flexibility of filling in. If the teacher or students
want to go to a resource manual on resume writing which is
2 1/2 inches thick--and there are some good ones--fine, let
them go ahead; but we have given them something with which
to start.

A graphic art student developed another flyer-type of
information--I think I paid her $15.00 for it--and she got
a job as a result of it. She had it in her portfolio and
could say that 10.000 of these were being circulated nation-
ally; it contains just an overview and hints, just one
sneet, 8 1/2 x 11, colored, memo stock.

Then we have to talk about behavior adjustment and here
we talk to youngsters about competition for jobs and why
thev had to do certain things, such as filling out an appli-
catlon form, dress in a certain way, and we tied this in
with the competition with which they were familiar at school.
For example, "if you go out for football and there are 200
kids, how many would the coach pick?" "Oh, 40." "O.Y.,

the coach picks 40. He picks the best, right?" "Well,

yes." "If the coach said 'put on a football helmet and
uniform,' would yol: do it?" "Yes." "Would 17,7.- have to do
certain things?" "Yr:-" "Does every girl who wants to
become a cheerloaAeL c7r..!t to a cheerleader?" "No."--

and so on. "Well, you 11-we been in c _petitIon all your
life, you are familiar with competition. It is just a
different kind of thing. NL)w, the employer is saying,
'dress in a certain kind ot way, ,act in a certain kind of

shr; up t 5:00, either that or you start at 12:00 at
sight r-d you i.:ork till 6:00 in the morning. But that is

it,' are not here talking about competition fk:r grades,
we are talkinc about cem.r.etiticn for things at school."

We have overlays slides of each one of the flyers.
Teachers have an option of either using the slides or the
verlays, whichever is most coirfortable for them. They

use nither, thouc7h.

we found that so:re empIOyers wer:: :ot familiar

.ith mincr labor laws. Therefcr, on a litle card, we
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printed up some minor labor laws with our address on the
back of it in case they wanted such information. A young-
ster came into my office to pay back a loan he owed me.
We used to lend youngsters some money to provide them with
transportation until they got their first pay check. ThiL,
particular boy had been working for two weeks. He came
from a poor family, no father; mother, and a number of chil-
dren and he happened to be the oldest. He came in to pay
his loan. I thought he would be very happy. We had been
following him up pretty closely for he could either go good
or bad. He seemed to have better than average ability, but
never had a chance to show; he came to school with lice
when in the elementary grades, ;List could not afford to
keep clean. He was always in trouble because the older
children made fun of him since he did not have clothes as
they had. In the wintertime he came to scho.)1 in tennis
shoes which were all ripped up. He was a minority group
member, an Appalachian white. His teeth were rotten. Later
on he got free meals and the others made fun of him. Now
he was out of school and wanted a job. He said to.me,
"Mr. Wasil, I went to that job every day, it was a dis-
appointment to me to know that I had to wait two weeks for
my pay, but every day, I was figuring my pay in my mind. I

know to the penny what I was going to get when I got my pay.
I had part of that money set aside for Mom and for my kid
sister. I was going to be the man in the family. It made
me feel good. When I got the pay check, I looked at the
thing and the pr./ was $1.60 an hour, then $1.65; it wasn't
what I was supposed to get and I blew up and yelled at the
man who gave me the check and cussed him. When I got out
of there, 1 looked and there was city income tax, state
income tax, federal income tax; but nobody ever told me
that they took it out of my pay. I thought they took it
out of other people's pay, not mine. Now I'm paying you
back the money I owe you, but you don't have to get me
another job." I called the employer and he said, "He is a
good kid, we like him, in fact, he is very bright and we
want to move him up in the company and want to help him_
I have a personal interest in him. I cannot understand what
happened." After I had talked to him, I talked to the
youngster, he apologized and his employer practically
adopted him and moved him up to assistant manager in one of
his stores. After that, developed a brochure, "Your
First Pay"--outdated now, and in it we explained the pay
for 80 hours work and the deductions. Any student who
graduates cr doesn't graduate, who exits school, who does
not have that information is let down by us, for I think,
we as educators should help the youngsters to adjust to
life and that type of thing, I mentioned above, they do not
know. If we have a choice between going through mythology
or teachina students sonethina of this sort, saying, "O.K.,
we will have Geometry II, which is really general math, but
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we call it Geometry II or Algebra II." I think we have an
option on this type of thing to give to students, an obli-
gation to provide students with it. And one can do what-
ever suits one's particular school district.

We then developed materials for contacting employers
and also some internal lines of communication so that teach-

ers and administrators would know what the minimum wage was
and when it went into effect, etc., because our idea is to
educate the people in the schools so that they, in turn,

can educate the Youngsters. We developed a newsletter to
go to all school systems, to counselors with additional
copies to the administrative staff in the school and to be

posted in teachers' lounges. These materials were again on
an 8 1/2 x 11 sheet to provide them with information that
would make them more efficient in teaching or working with
students on pre-employment preparation.

Let me now go into follow up and follow through. I

have some strong feelings about this. I have looked at a
lot of follow ups, gone into offices and see the follow ups
in nice little binders on the shelf and asked, "Have you
done a follow up?" "Yes, we did one last year and the
year before and the year before that." Usually, this per-
son has gone back to the university and picked up the form
which was sent to him/her as a follow-up form, turned it
around, put the school name at the top and sent it out for
a response from students. Maybe it was 3 or 4 pages long
with weird questions and the response was 20 or 30 percent.
He or she does not know what to do with the information
tney get back other than to find out what the students liked

or disliked. Now, a follow up has to be developed in ad-

vance to ask for specific types of information which you
can use. Therefore, every question has to be studied in-

tensely. You must determine whether the addition of a cer-
tain question has any value for the follow up and whether
you can use the information you generate, or whether putting
a certain questior will increase the number of returns--and
you will find that structuring and adding certain questions
will increase the percentage of returns. I will pass out
to you two sets of follow-up questionnaires we used and

explain. One is a sheet of tag paper, twice as thick as
the usual paper which means that it costs twice as much as
the ordinary ream of paper. It was mailed in an envelope
because youngsters respond to it, turn it around, seal it
and return it to us. We found that when sending it in an

envelope, the return was greater. We also found out that
if you could talk to students about the follow up in ad-
vance, have them put it in an envelope, address it to them-
selves at their home address, the percentage of returns in-

:::reased. Now, I am in favor cf a base line of a 1-, 3-,
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or 5-year follow up with, perhaps, a 6-month follow up for
vocational students. Let me give you the rationale of the
base line. The base line is where you take a follow-up
form, such as the one I am showing, have the students fill
it out while still in school and that is the base line in-
formation. Questions such as, "What do you want to do?"
"Where are you going?" "Where are you trained?" Then you
follow this up with a follow-12Fr form, 6 months if it is a
vocational follow up, or a year later for a standard fol-
low up. Now, a year later, you will find out certain types
of things. If you follow up the vocational student, you
will find out whether the vocational student is employed
and whether he or she is employed in the area related to
their training. I contend that sometimes it may take a
year before vocational students

. 'ttle down into the trade
for which they were trained, and not 3 months or 6 months.
So you gain that information back.

Also, we prepare numerous students for college. Did
they enroll in college? We did a study on over 3000 stu-
dents who had 2-year college-prep education. We found that
almost one-third of them were not enrolled in college and
had no intention of going to college. We contacted them
and worked with them to find out what their interests were
and they really were interested in a 2-year college pro-
gram not in a 4-year college. We then provided them with
all necessary information and they moved on from there.
So that is the one-year follow up. Three years later you
will pick up those students who by that time will have
graduated from this 2-year college program and you will
find that the vocational student who had not :'een working
in a vocational program is poi... working in Ue area in which
he was trained at school. You will also find out whether
those students 4;ho had enrolled in college one year after
high school, are still in college or whether they have
moved. Then you get into the 5-year follow up and you find
out the same type of thing, whether the students started in
college immediately after leaving high school (by then they
would have been out of college for one year); whether the
vocational student, if working in the area trained for had
settled down in that area within the five years. And you
will also fine out whether the students who had left the
district had returned and other information. With this
type of follow up you will develop a mobility pattern, how
mobile are the youngsters in your district? You will ,Ilst
generate a host of other types of information. Let me go
intc some of the questions on the form I am showing you.
It is very simple to fill out. At the top of this form
there is a printed label with the student's name and
address. :f you gather the data on the student, this in-
formation is fed into a computer which can spill out r.rint-
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out labels for you. You just take the label, flip it on
the form and mail it out to the student a year later,

unless you have the students do this themselves while still

in school. If you have the plan of letting the student
fill it out while still in school, you can have the student
put it into an envelope, address it to him/herself and add
a note to themselves, such as "I am going to marry John
Smith." A year later, the student gets it and finds out
she married Johnny Jones. When we took that route with
some schools, we had students call us asking "when am I
going to get that follow-up form?" This is also an excel-
lent tool for keeping students' addresses up-to-date for

on the back of the form is a place for a change of address;
and when you ask them to give that information because you
want to keep in touch to let them know about the next class
reunion, you get it. There has to be something for the
student in this follow-up business. We must tie them into
it nd there are all kinds of ways and gimmicks to do it.
At the top we start with the logo--I recommend you use the
seal of the school, whether it is a chicken or a dog or what-
ever--because students become sentimental about school after
they have left, not when they are in school. Use simple
directions, the simpler the better. Don't use educational
terms. Request present employment status, etc. We want to
know whether they are working or not; we want to know where
they are working and the rame of the company; then we feed
this information into our employer file so that beefs up our
employers' files. Here is an employer who hired a student
on whom we have information and whose skills we know, whether
vocational or non-vocational and it ties back in. You do
not need a computer for it, I am just mentioning a computer
as a way of doing it. We want to know how the students got
their jobs: school placement, state employment, friends,

relatives, other? Instead of asking "how did you get your
jcb," we should ask, "hcw did you get your first job?"
with this question we found that we may have helped a stu-
dent to get a job, but nowhe/she may be working in a dif-
ferent job, so we get no credit for any of the work we have

done. Then we want to know how long a student has worked,
approximate earnings, future pans, employment interests,
personal data, and so on.

On another follow-up form we put the auestion, "Are you
interested in additional training?" and if the reply was
positiv.e we had a list of areas in which the student might
be interested: cosmetology, auto mechanics, and so on,
primarily opportunities available within the community in
either adult or continuing education. We got responses

from ..,:ome 30 girls saying they were interested in cosme-

to:ngy. Now thcsse were out-of-school girls. We contacted
them, 7ave them infor7lation cn the cosmetology program at
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the adult level, cost, etc. and turned them over to the
adult education people. They, in turn, sent information
to the girls about the adult vocational training programs,
so the follow up fed into the continuing education program.
We did a similar type of thing with employers to whom we
sent a follow-up form which we kept very simple. They
respond, flip it over and return it. This was very success-
ful and we had a high percentage of return because we did
not ask for a lot ot information. Once you get the infor-
mation back, you are concerned about confidentiality; you
pull the information out and destroy the returned sheet so
that there are rn records which can be "used against you."
The student's permission was not sought before we sent
this out. We were looking for information as to whether
the person was still employed, verifying employment, whether
there were any problems the person was having. For example,
under "comments," one employer responded, "I am not looking
for anybody else, the person I have working for me now is
bad and lousy." So one of our placement people contacted
this employer and asked what was wrong? We fouild out that
that person had bcen showing up late; he hed problems but
because of lack of communication, the employer did not know
about them. After the employer, the student and the place-
ment specialist talked about those problems, the employer
understood and the student is still working there.

There are other comments we received from the employers,
such as "Kids are no good today, they are nothing but
trouble, you people in education are not doing this and
that, etc." Talking such things over with employers, we
found out that they were reacting to students whom they had
before and who had created problems. All the employers
wanted was to talk to someone in education. They often
admitted they had been building up things and only wanted
a release valve. As a result of talking with employers and
explaining students' problems, they felt committed and
hired the students we placed with them. It is not difficult
to act as an escape valve for some employers.

It took us about 4 to 5 years to develop the materials
I have been showing. Some of them are 2nd and 3rd gener-
ation materials. Some are in the process of being re-
devised and re-developed. There are some still in the works;
some of which I had no copies or which 7 could not bring
because of lack of space. Jack has a host of things he has
developed. YD11 know, if we share all these materials and
ideas, I think we can get a lot of things going in this
country and I think thi:; is a need. These are the practi-
cal things th, students want.



Concerning follow through we generated through follow-
up information based on need: For example, the girls in
the cosmetology program. Since we could document that then..
was a need for these programs, two additional cosmetology
programs were set up within that school district. If you
send a follow-up form asking to indicate preference for
indicated programs and a sufficient number of students indi-
cate interest in a particular one, then you have feedback
and you can use this to reinforce the establishment of
programs along those lines in the school or to expand them.

Contact with employers is only one part of an employer
follow up, the other is the phone call and the personal
interview with which you can generate information for
merging vocational programs. For example, we merged sheet
metal and air-conditioning which had been two separate pro-
grams in cne of the schools. There was one old teacher who
had been there for 30 years teaching sheet metal; he was a
darn good sheet metal man and he was not going to retire,
neither did he want to learn anything about air-condition-
ing. No problem! We switched two groups of students
around, some spent a period of time with the sheet metal
teacher and another period of time with the refrigeration
teacher. It worked beautifully. Each one working in his
or her expertise.

I could go on and on, but we are running out cf time.
I did not have the chance to show you all the overlays, I
have a slew of them here. Let me quickly show you the
structure.

The director cf job placement and follow up can be
anyone you have. You can have a placement specialist who
is a para professional or a trained person. Let us say,
orv2 school has three counselors. The counselors must be
involved, they are the ones who work in the school. The
placement specialist is the one who works out in the commun-
ity. To expand the structure, you must add placement
specialist:: and involve additional schools. We now wor
with 22 schools and the strcture we have is as follows:
We 11,,.ve 40 counselors in7olved. Our placement specialists
were on a schedule. They spent Monday in one school, 'e7-3-
day in anothrr, Wednesday and Thursday again in anothr
and Friday again in another school, based on school popu-
laticin. The number of days or hours they spent in a cer-
taln school depended on the numb2r of students there. They
sprIt at lPast half of the time in a particular school and
the ot-,,?-r half they spent in a bu:;iness or industry estab-
lchm,-nt which fed into that schc,ol. If there were five
c7uncelcs in that school, one counselor coordinated the

acti,:itis for that school with that p1ace.7nt
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specialist, which meant that information came back to the
counselor who then disseminated it to the other counselors.
In terms of vocational pla,7en:ht, job opportunities, open-
ings were fed back to the school, the teacher then selected
the student and he/she, in turn, was referred for a job
interview. The same thing is true for co-op teachers.
Co-op teachers usually have 20 people on their rolls. We
would help them find employment for their 20 students.
They were expected to refer job openings bac!: to the central
placement office when such openings occurred.
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CONTEMPORARY COMMUNITY COLLEGE PLACEMENT SERVICES

Edwin Morse, Jr.
Virginia Tech

Howard Taylor
Thc7ias :;e1L')r. Community College

Ridgely Haines, Jr.
Piedmont Virginia Community College

Mark Twain once said in his wisdom,

"The happiest and most successful person works
xli year long at what he would otherwise choose to
do on his summer vacation."

Twain's statement probdbly r.2flects a desire and goal of
educated man today more so than in Twain's day. Voluminous
amounts of rhetoric are directed at men and women's roles
as workers in a complex technological society, where job
stability and satisfaction are scarce commodities. Recent
changes in job market demands coupled with increased numbers
of available wcrkers has brought about new and heightened
concerns about educational relevance and preparation for a
lifetime career. Career education, the increased movement
of women into the job market, affirmative action, career
development and many other new trends, concepts, and jargon
are bein9 coined and engendered in educational literature,
research designs, personal and institutional philosophies.

Research studies by Gottlieb (1975) show that among col-
lege seniors there exists a prevailing work ethic. High
expectations of work and career are evident with the belief
that work must be individually satisfying and, at the same
time, be of value to society. A career is viewed as an
integral part of an individual's life, an essential element
of personal self-actualization, but not something to be held
separate or above individual and family relationships. Thus
it is becoming evident that an on-going process of career
development anj personal growth must occur and be supported
by the educational -:.rocess.

The transition from formal education to job entry to
career fulfillment presents a maze of alternative decisions
and steps that often requires a carefully planned and indi-
vidualized map of directions to b.e successfully negotiated.
College personnel often assume someone has provided
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students with information and skills needed to make realis-

tic career-related decisions. Facts suggest that this is
ot the case and indeed, manv students have only a vague
understanding of the content and structure of the careers
for which they aspire.

In some instances, though a changing view, adminitra-
tive and faculty members of both secondary schools and col-
leges maintain the belief that career choice, :career infor-

mation and career training are neither legitimate nor appro-
priate responsibilities of educational institutions. At
the same time, a majority of students come to college with
the expectation that they will be provided with career in-
formation and essential career skills.

If we make the assumption that some form of career de-
velopment assistance should be provided within the edu-
cational process, we must then ask, how will it be accom-

plished? The community college in recent years has been a
leader within tne educational strata of this country in
developing and implementing prograrof, and services geared to
the career development process. The traditional philosophy
of the community college has long supported the concept cf

career preparation. Most community colieges instituted
career counseling and job placement services long before
the recent career education thrust. What then is the role
of the contemporary community college in the career develop-
ment process of tomorrow's worker? Where does "placement"
fit into the schcme of career thinking?

First let us examine some general perceptions, attitudes,
and practices that once dominated educational thinking:

1. Job placement is a terminal activity. The "optimal
niche" is sought for each graduate.

2. Counseling towards self-understanding, studer;t
appraisal, and career goal selection are somebody
else's job..

3. Job selection and matching is of greater priority
than career planning and development.

What are some of the factors that have come to bear on
traditional notions and brought about new attitudes and
practices in the fields of career counseling and placement?

1. Radical changes in the job market since the early
1970's highlighted by increased competition in
many fields.
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2. Rapid developments in the structure and tyoes of
occupations caused by an increasingly cr-plex tech-
nological and white collar society.

3. Increased research by social scientists documenting
tne need for a more holistic approach to the edu-
cation of individuals.

4. Recent demands by students for relevant and prag-
matic services designed to assist them in making
realistic career decisions throughout their edu-
cational experience. Need for developing skills
for futi:re application as careers are modified and
changed to meet new expectations of the world of
work.

Community college placement services have traditionally
been closely allied with counseling services, and placement
personnel commonly hold counseling credentials. This pro-
vided a natural mesh in response for the growing career
counseling needs that evolved in the early 1970's. This
emerging emphasis has defined education as a career/life
developmental process that facilitates total personel growth
in logical, planned steps culminating with successful entry
into an occupation and lifestyle. Long-term skills that
will enhance future decisions and actions regarding self
and career are valued and sought.

What then is Vle "modus operandi" of this newly identi-
fied career development emphasis that includes our old
friend, job placement services?

1. Career counselors in placement positions and place-
ment specialists working with career counselors
need to provide an array of cc.reer-hasea services
developed am' organized to be congruent with in-
dividual needs at different stages of career devel-
opment. Placement personnel must become career
process specialists assisting clients to engale in
a variety of developmental tasks facilitative of
personal growth in one's occupational life.

2. Each person should be an active agent in their own
career planning and decision making rather than a
paz7sive product to be processed into sorry? "optimal
nihe."

3. A diverse entree of techniques, resources and
materials should be available to assist individuals
in testing their hypotheses about self and the
world of work. Major ingredients in the career
development recipe should include the following:
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- Career awareness, career exploration and life
planning courses, seminars, and individualized
programs.

- Meaningful information concerning career devel-
opment services offered by a college or high

scnool.

Testing/assessment services.

One to one career counsenng available with a
career counselor, peer counselor or other
resource person.

A functional placement credential service.

- Job listing system for permanent, temporary, and
part-time jobs.

- Plan for faculty and employer input into the
various career development serviz:es.

On-campus recruiting facilities and well defined
procedures for student use.

Job skil:s trainin:j: interview preparation and
process, letter writing, resume and application
preparation, locating potential employers and

job selection.

4. Commitment and plan for cooperative articulation
between placement personnel and businss, industry
and government. A two-way educational process muf.it

occur to insure effectiveness in making each future
employee'c transition from educatiors to career a

meaningful and satisfying one.

If, in fact, America's work ethic is alive and
most people will strive for a career and lifestyle that pro-
vides both intrinsic personal satisfaction and material wel'

being. Professionals with expertise in career counseling

and placement services are faced with the challenge of por-
traying and providing a contemporary selection of career

development experiences designed to mitigate the usioa

and complexity of a modern world of work and 1eis Our

mission is most succinctly expressed by Nora WatsJn in the

book Working.

8 7

79



"I think most of us are lookil tor a -;a1:.ing,
not a job. Most of us, like the assembl: line
worker, ha7e jobs tha'i: are too srall for spirits.
Jobs are not bia enough for people." (Ter:.11, 1972)
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SPECIAL PLACLMENT PROBLEMS OF THE HANDICAPPED

Alan Sheppard
Billie J. Mayes
Virginia Tech

Introduction

With today's incredsing emphasis on accountability in
edu.2atioil, job placement must be incorporated into education
institutional services to provide a complete education de-
livery system. Job placement is patticularly important
when providing .:-(agrams for handicapped students because a
successful jon .7:iiJ%cement program is potentially one of the
most promising thniques for breaking the frustration syn-
drome of th, -e ycl;ths. (The "nandicapped" as used herein
refers in ger.eral to mentally retarded persons and, more
specifically, educable mentally retarded youths).

Perspective

There are an estimated 5 3/4 million retarded persons in

the United States today. More than 2 million of them are of
employable age. The numbers are likely to grow in the years
ahead because of an increased birth rate, a decrease in
infant deaths, and because the retarded as wel_ as others
are living longer.

Less than 5 percent of the retarded, or about 200,000,
actually require institutional care! Even some of those
can be rehabilitated and be made ready for some sort of
employment.

Increasingly, employers are coming to realize the ad-
vantages of hiring propcly trained and qualified mentally
retarded workers. With proper placement, the disability of
retardation can cease to be a job disability.

The trained mentally retarded worker often can make a
greater contribution to his employer than the individual
who may not be retarded but who brings no particular skills
and no particular abilities. The key, of course, is proper
placement--the right man in the right job.

"Mental retardation" by no means implies a total absence

of skills and aptitudes. Gily a person's intellectual
capacity is retarded--not necessarily the rest of him. Some
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studies nave shown mentally retarded persons with high
degrees of clerical aptitude, mechanical aptitude, dexter-
ity, and other types of skills. Pro-,-,,er placement can play
up the skills and play down the retardation.

There also is a dollars-and-cents advantace to hiring
tne qualified mentally retarded. Like the physically handi-
capped, the mentally retarded, wnen placed on the right job,
will return $10 in income taxes for every $1 spent on their
rehabilitation.

Attitude Development

Handicapped youth have constantly been faced with the
impact of negative reinforcements in most of their contacts
with educational institutions. Therefore, it must be demon-
strated early in ,he high school program that the guidance
and placement persons have a special interest in their wel-
fare and development. In fact, to vary people, especially
special needs youngsters, the term guidance seems to impart
a feeling of failure and admonishment,

Successful Model for the rancii=EL:Li

A successful job placement program tnat has been fre-
quently described in the literature has the same applica-
bility for the handicapped. That is, it is one that con-
tacts the students early, helps them to evaluate their job
skills and then to develop the necessary job skills for
successful job entry. It should help them gain access to
potential employers, and culminate in successful placement
upon leaving school. Hopefully, the system will encourage
tne st..-dent to remain in -chool until graduation.

Work Experience Programs

The primary goal of work experience programs is to assist
vocationally handicapped secondary school students in
bridging the gap between the school, the community and the
world of work.

A cooperative work experience program should be avail-
able to all upperclassmen and shoun be strongly recommended
for both mentally and physically handicapped students.
Depending on the nuMb-r of students involved and their abil-
ities, the handicappec. can either he integrated into regu-
lar work experience programs oi a specia cooperative work
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experience program can be designed for them. It is essen-
tial that coordinators of various work experience pro-
grams cooperate so as to avoid conflict over potential job
stations.

coo:rative arrangements where busing schedules limit
the time available for the work station, alternate schedules
should be explored (e.g., three full days of vocational and
academic instruction and two days at work stations located
in or near the individual student's home community).

A frequently practiced sequence for on-the-job work ex-
perience is on-campus work stations during the junior year
and in-the-community work stations the senior year. The
feasibility of this sequence, however, depends on the matur-
ation level of the individual and the availability of job

stations.

whatever its administrative structure, the work experi-
ence program for the handicapped should consist of class-
room and on-the-job components. A job-related class should
be incorporated into the curriculum and should be manda-
tory for beginning work trainees. The job-related class is
an umbilical cord of security for special students.

Course content of job-related class should include in-
formation on various resources helpful in seeking employ-
ment, how to apply for a job, proper job interview conduct,
factors in keeping and losing a job, opening of checking and
savings accounts, payroll deductions, and income tax. It

is necessary to coordinate the curricula of occupational
orientation and the job-related class sequence so as to avoid

unnecessary repetition. A primary emphasis of the job-
related class should be 'co discuss and offer solutions for
individual problems that arise on the work experience assign-

ment. Active participation of the students should be en-
couraged by the use of such techniques as role-playing job

interviews and proper work behavior. Where the equipment i-
available, video taping these role-play situations is an
effective teaching device. Also, video taping mock job
interviews has been deemed particularly successful.

Periodic surveys should be conducted to determine what
the occupa:icnal needs of the r:L,mmunity zl.nd which work sta-
tions might potentially be available for the handicapped.
Optimally a large number of varied work stations should be
available. There snould be a continuous effort on the part
of the prevocational/work experience coordinators to expand
available work stions. The philosopv of one work exper-
ience ccordinator ror the physically han6 pped, "I try to
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locate a new job station a day," is one to be emulated.
As with on-campus work station:2, systematic job rotation
is imoortant. For many, though not all handicapped stu-
dents, a new work station each semester is to be recommended.
If a handicapped student is not always able to achieve hiqh
performance goals in any one jol.), nothing prevents him
achieving medium level goals in several. Community work
stations should be maintained -hroughout the year fo :. those
handicapped students who wish to participate in a sumner
program. It is recommended that at least one of the work
experience coordinators for the handicapped should h.alve an
eleven-month contract so as to be able to superv students
during the summer and to locate new work stations both for
the summer and for the folloodnq academic year.

:t should bc stressed here that many job opportunities
c. i;(2 found for handicapped persons. Examples of ooten-
tiJi wrk stations for handicapped students include:

POTENTIAL

WC.PY. EXPERIENCE STATINS

The following lists of suggested work experience sta-
tions are compiled from stations that ale in actual use or
are proposed as recommended possibilities for special needs
students.

On-campus work -,tations

school activity/work center
custodial
maintenance
grounds keeping
cafeteria services
laundry/towel rooms
locker room helper
shipping and receiving
department

audio-visual services
bookstore helper

In-the-community work stations

general factory work
factory packaging
machine operator
mechanic
service station attendant/

helper

99
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library: shelving and book
handling

office aide
teacher aide
child care
health services
small construction proje7:ts

for park districts, schools,
etc.

freight handler
moving van helper
elevator operator
custodial work
carpcnter's aide



stock boy or girl
retail store

-,;recery store stock
pcst office helper
file clerk
mail boy or
meseenger
newsboy
usher
bus boy

waiter or waitress
beauty parlor helper
nurser school aide
nurse's aide
dietary aide
library aide
greenhouse and nursery

helper
veterinarian's aide*

The following list is a composite of the Work Stations
for which students within the Special Education Program have
been trained and subsequently placed. No distinction is
made as to which stations are best or least suited for a
particular handicap, rather, it is our feeling and findings
that AY student found to have those attributes necessary
for any given occupation can be successfully placed with
excellent chances for satisfaction from all parties con-

cerned.

Acco:.nting Clerk
Accounts Payable Clerk
Animal Attendant
Audio-Visual Equipment

Repairman
Auto Body and Fender

Repairman
Auto Mechanics Helper
Automobile Electrician
Automobile Parts Man
Automobile Washer
Auto Service Station

Attendant
Building Custodian
Building Maintenance Man
Building Porter
Bus Boy
Camera Repairman
Carpenter
Checker/Cashier
Counterman
Courtesy Clerk
Electronics Assembler

Encoder
File Clerk
First Cook
Floral Benchman
Fry Cook
Fueler, Buses
Gardener/Groundsman
Hospital Orderly
Housekeeper (Hospital)
Housekeeper (Hotel)
Nouse Trailer Detailer
Key-Punch Operator
Kitchen Helper
Laboratory Assistant
Library CF:Lalog Typist
Marine Engine Repairman
Merchandise Handler
Metal Plater
Microfilmer Operator
Mobile Home Set-up Apprentice
New Car Detailer
Nurseryman
Nursery School Attendant

Kennel attendant is another possibility: a Washington, D.C.
kennel owner uses mentally retarded students to help care

for and play with (logs; the program is a tremendous success.
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Nurse's Aide
Oc'ice Girl
Oc'-set Press Operator
Packager, Hand
Postal Clerk
Price Y.arker
Printer
Produceman
Records Clerk
Roofing Apprentice
Sales Clerk
Salesman

Second Cock
Shipping Clerk
Small Engine Repairman
Stock Clerk
Swimming Pool Serviceman
Tally Clerk
Teaching Assistant
Textbook Clerk
Used Car-Lot Porter
Waiter
Waitress
Window Cleaner

While it is imperative that handicapped students receive
work experience in a variety of work training stations, it
is also important that their attendance, citizenship and
growth in maturity be such that they can profit from the
experience. To place the student which the teacher "cannot
do a tning with" on the work station, is promoting failure
for the student as well as disagreeable opinions of the
program's selection procedures. Sufficient training must
be given to students prior to placement in community work
stations. Many students are extremely vocationally handi-
capped. If they are placed prematurely in community work
stations they frequently lose their jobs. Major factors
leading to their dismissal include poor work (production),
inability to follow directions and failure to notify employ-
er of absence. It is absolutely essential that handicapped
students receive prol:er placement. Also, they should have
had training designed to provide the necessary work adjust-
ment.

Measures indicating that a student is ready for com-
petitive employment include:

a. Technical skills sufficient to meet minimal stan-
dards for a particular job.

b. Ability to perform assigned tasks with minimal
supervision.

c. Ability tc accept criticism and direction.

d. Ability to mix socially with peers.

o. Punctuality.

f. Acceptable personal hygiene.
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g. Honesty.

h. Effort and willingness to work.

In addition to the above general competencies, for work

experience to be successful there must be careful matching
of the student with the work station. If evaluation pro-
cedures, vocational competency laboratories and explora-

tory. closely supervised on-campus work experience has been
successful then the more advanced level of the in-the-com-
munity work experience should reflect the actual vocational
capacities of the student. For a successful matching of

the student with his work experience station it is necessary
to have the following information:

1. Comprehensive vocational assessment of the student
including aptitude profile, interest rating,
temperament conditions, physical limitations as
well as data on citizenship, work attitudes and
behavior and previously acquired vocational skill

competencies.

2. Comprehensive job analysis of the specific job.

a. Description of the work to bs performed.

b. Required characteristics of the worker.

Care must be taken not to over-protect handicapped
students at this stage of their vocational development.
The work experience must be made as realistic as possible.

Both employers and coordinators should be sympathetic but
should not "coddle" the student. In cases where it is not
totally outside the realm of their physical capabilities,
the handicapped should be encouraged to use public transpor-
tation where available to get to their job stations. How-

ever in instances where transportation difficulties would

totally preclude the student's participation in the work
experience program, special transportation arrangements
should be made.

Follow-Up

The school's responsibility to the program graduate does

not stop when the former student has been employed. It is

essential that follow-up be conducted by the vocational
adjustment counselor or job placement coordinator to deter-

mine that the employment is suitable; i.e., that the student

is actually employed according to his capabilities and
potentials and that the employer is satisfied.
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The timing of the initial follow-up is controlled by the
circumstances of the indiviCaal case. With some program
gradl.:ates it might be advisable to follow-up within the
first few days after placement; with others the employer or
the handicapped person himself may feel this is an unwar-
ranted imposition. Usually follow-up should be initiated
fifteen to thirty days after placement. This allows oppor-
tunity for the individual to adjust to the job situation and
decide if he likes the position as well as its suitability
for him; also, by this time the employer and coworkers will
have formed some opinions on the program graduate's accept-
ability as a worker and as a person.

Additional follow-up might be scheduled at sixty and
ninuty day intervals after the placement. The suitability
of the placement can generally be determined within these
periods. Of course, there will always be exceptions and
then follow-up must be extended.

For both the initial and subsequent follow-up contacts,
a schedule should be prepared. It is important that the
counselor stay close to the situation so that he will know
how the handicapped individual is adjusting, how the employ-
er is reacting, what problems are developing which he might
resolve, and all of the other details essential to his
giving proper service to the program graduate and to the
employer.

About the Future

The future is promising for the mentally retarded and
other handicapped persons in the labor market.

There are growing numbers of jobs in America, particu-
larly in the service field, which handicapped workers are
able to perform. The service field is growing faster than
any other field in this country.

Ther is growing employer dissatisf,7.ction with the c'ir-
rent supply of manpower for lesser-skilled jobs. Turnover
is a big problem. Absenteeism is a big problem. Reliabil-
ity is a big problem. Mentally handicapped workers, employ-
ers feel, might be an answer to some of these problems.

There is growing awareness of the handicapped as a man-
power resource. The promotional efforts of manv organi-
zations and agencies are bearing fruit. Employers are listen-
ing and heeding. They are asking questions. More and more
of them are willing to give handicapped men and women the
chance to work.
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The chance to work, now and tomorrow. That's all that
handicapped people dsk for.
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SPECIAL PLACEMENT PROBLEMS OF WOMEN

Sally A. Tschumi
Ruth D. Harris
Virginia Tech

1,1-)re than 35,000,000 women are in the 1,Lbor force; they
constitute two-fifths of all workers. They earn only 60
percent of the average wages paid to men even though they
work for economic reasons (Steele, 1974) . Nine out of ten
women will work for 25 to 40 years during their lifetime
(Hall, 1975). This means we must be concerned about the
placement problems of all women.

The majozity of uomen employed today are clustered in
routine, non-status, low paying jobs. Zuersher (1975)
states that approximately 75 percent of all women employees
are in sales, clerical, service, factory, or domestic work.
Of all women workers only 16 per.:ent are classified in pro-
fessional or technical occupations, and of these, two-fifths
are elementary or secondary school teachers.

Traditionally Male Jobs

Most or. the jobs assocj.ated with higher status and income
are traditionally male jobs. Emi-,loyers are reluctant to
hire women in traditionally male jobs and sometimes women
are reluctant to accept these jobs. Women are tau9at and
counseled that there iF a strong differentiation between
men's and women's roles, and men's and women's jobs.

Vneational counselors and teachers can have a great
imna:t upon women and their placement problems. Placement
of women who successfully complete preparatory vocational
programs into appropriate employment is both a legal and a
moral obligation of all teachers and guidance counselors
who particpate in the development, installation and operation
of these progra:z (Smith, 1974) . It is in fact an obliga-
tion to place woinen into appropriate employment whether this
employment be within a traditional male or female occupation.
The placement counselor should inform women about non tra-
ditional jobs, actively work with unions to see that appren-
tice opportunities are open, and contact employers to see
.::hat women are not restricted from consideration.

Placement personnel must rid themselves of the idea that
there are jobs for men and other jobs for women. Legally
this is no longer true. Recent court decisions, together
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with new and amended legislation, have created new methods
to eradicate discriminatory employment practices. Voca-
tional counselors and teachers should assume the responsi-
bility of informing women about the remedies available to
cobat sex discrimination. Legal tools available to eradi-
ca-:e disc.minat,:)ry practices include: (1) Title IX of the
1972 Amendments, and (2) Title VII of the Civil
Ri(3?-.ts Act ot ....964 (Hallam, 1973), Title IX states, "No
person in the Jnited States shall, on the basis of sex, be
excluded from participation in, be denied the benefits of,
cr be subjected to discrimination under any educaticn pro-
gram receiving federal financial assistance." Employment
discriminatory practices on the basis of race, color,
religion, national origin, or sex is prohibited by Title
VII. It covers discrimination in hiring, firing, layoff,
recall, recruitment, wages, conditions of employment, pro-
motional opportunities, assignment, sick 1ea17-?., vacations,
overtime ins'irance benefits, retirement programs, and
employment ad,lertising. As women become more aware of these
re:nedes and exercise their rights to use them, educational
and err'Dyment opportunities should improve considerably.

Sexist Interviews

Girls and women shouid be prepared to face sexist inter-
views. Very few interviewers (regardless of sex) are free
of bias concerning these maior stereotypes that hold women
back.

1. Women hold jobs only until marriage frees them to
keep house in the suburbs and raise children.

2. Women do not want to work and are not willing to
take on responsibilities.

3. All women are physically waker than all men and
sLould be discouraged from jobs requiring physical
skills.

4. Women are not availabie for jobs requiring late
hours, overtime, emergency work on weekends or
travel that would require overnight stays.

5. Neither men nor women like to work for women.
Clients prefer to deal with men because they are
more authoritative. (Hal?, 1973)

While each one of these may be true of some one person they
ought not to be generalized to all women. Placement ser-
vices can help prepare women for these interviews by s,me
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of (role ,Jlay, oracticing with a profession-
E.1 interviewer, video ta;I:ed feed)ack), observational tech-
niT,ues ;s1des, audio and video tapes, film of interviews)
or even reading matter (scripts of interviews, articles from
ossular mag--in^s, r-port- wr'tt-c,n w^me.n -^n^,,rning
t eir interviews, nints fros %rcfessional recruiters).

The sexist interview is a::,t to include questions con-
cerning:

marital status and plans

dn,ldren: h:Iving them, taking (-:re of them

- nusban'''': occupation, salary

offers of lower salary because of sex or marital
status

concern for physical strength and endurance

concern for physical beauty

sexual overtures

It is important that the individual build up a repetoire of
positive (not attack) responses that show that V71,use either
do not relate to her employment or that they have been care-
fully considered and specific strategies prepared. (e.g. -
A 7lother should have plans for child care, a single woman
should know her mobility limitations.) Interviewers are
looking for people who display behavior that shows social and
academic balah. motive insight, dedication, and verbal
ability. Being socially unresponsive or unprepared leaves
negative impression (Lumsen & Sharf, 1974). Women should

be coached in these positive behaviors. Since sexual over-
tures are sometimes made, female clients should be prepared
for them, have an appropriate answer, and then report it to
the placement agency. It is the agency's responsibility to
repor this behavinr to the company and remove this type of
problem.

Role Conflict

A role shift occurs when the woman works. As this shift
occurs the woman must go through a transition period during
which roles are redefined; responsibilities, rights, duties,
and privileges are reallocated; and adjustments must be made.
Stress will almost inevitably be generated within the woman
when she either cannot comply or has difficulty with the
expectations of her new role (Ha:riman, 1975).
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If women are to be successful on the job they will have

to come to grips with th conflicts and difficulties that
being female presents in the work and family environment.
The working woman's life is often a continuous battle of

contradictions.

Success on the job for the working woman may mean failure

as a wife or motner. While men are loved and esteemed more
highly for their successes, women are not always loved for
their successes, especially if their successes are not tra-
ditional for women. The working woman frequently receives
negative reinforcement for successes on the job in the form
of rejectiun of love and affection exhibited by 1-!s-r husband

or family. The support she needs for continued happiness
and success on the job is withdrawn and thus conflicts exist
between home and work.

Counseling Strategies

Feshback (1973/74) has indicated that not all the prob-
lems women face in the world of work are due to discrimina-
tory practices or environmental/external events. There are

some internal sources of these problems which have to dr,

with the individual woman's personality, emotional life and
values, and her intellectual system. She has identified ten
personality and intellectual factors of women which are in-
compatible with high levels of achievement and success:
passivity, docility compliability, affiliation, dependency,

anxiety, non-competitiveness, submissiveness, field depend-

ence, insecurity. (Feshback, 1973/74) Women need counseling

help in becominy aware of how they are holding themselves
back from success, and to learn positive strategies to deal

with this. In general, some placement counseling concerns

for women are:

1. Women choose within the norm for their sex in order

to avoid conflict.

2. Women need role models that show successful role
combinations as well as extremes.

3. Women need someone to directly approach them with
the realities of employment patterns through-ziut

life.

4. Assistance must be given to combat fear of success.

5. Women need help to develop an adequate self-image.
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6. Motivation training is needed to encourage women
to seek training opportunities for non-traditional
jobs.

7. Small-group experiences should be provided to sup-
port women in seeking employment and working cut
conflicts that employment brings.

Placement Strategies

With the exception of counseling re self-concept, -loach-
ihg for sexist interviews, and support groups, women need
the same placement services as men. Some placement and pro-
gram needs and strategies for women may be summarized as:

1_ Orientation to the realities of women in the world
of work.

2. Counseling re self-concept and motivation.

3. Training and experience in filling out comprehensive
application forms, preparing resumes, and writing
cover letters or letters of i-'treduction.

4. Coaching and practice for job interviews.

5. Cultivation of employment oppoLtunities by placement
counselor.

6. ,5upport groups.

7. Follow up.
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SELECTED RESOURCES FOR CAREER INFORMATION ON/FOR/BY WOMEN

Janes McNeely
Virginia Tech

1. Career Planning for College Woman. 27 pp. booklet; prac-
tical advice for college women about to enter the job
market. Distaffers Research & Counseling Center, 3928
Legation St., N.W., Washington, D.C. 20015.

2. Careers for Women in the 70's. (Surveys number of job
openings in varfEEEET(T)ils) 1973 40.

3. The College Bluebook: Scholarships, Fellowships, Grants,
and Loans, 1975. Macmillan Information, 866 Third Ave.,
New York, N.Y. 10022. Section on financial aid for
women students.

4. Continuing Education Programs & Services for Women.
#2902-0042 70.

5 Directory of SPecial Programs for Minority Group Members:
Career Information Services, Employment Skills Banks,
Financial Aid Sources. Willis Johnson, ed. 2nd edition,
1975. Garrett Park Press, Garrett 33 page section on
special services/programs for women.

6 Everything A Woman Needs to Know to Get Paid What She's
Worth. Caroline Bird. David McKay, 750 Third Ave.,
n.Y., N.Y. $8.95 (hard-cover). Also $1.95 (Bantam
paperback). In question & answer format, describes tac-
tics & approaches to a variety of problems women may
encounter in job-seeking ankd employment situations. In-
cludes section on legal guiclitIines. Also resource sec-
tion listing counseling centers, rosters, & bibliograph-
ies.

7 Feminist Resources for Schools & Colleges: A Guide to
Curricular Materials by Carol Ahlum & Jacqueline M.
Fralley. The Feminist Press, SUNY/College at Old West-
bury, Box 334, Old Westbury, N.Y. 11568 $1.25.

8 I Can Be Anything: Careers & Colleges for Young Women.
Joyce Slayton Mitchell, 1975. College Board Publications
Orders, Box 2815, Princeton, N.J. 08540. $6.50 (hard-
cover); $4.50 (paperback) . Brief descriptions of 90
careers - includes what schools award the most dearees
related to c.areer area & sources of additional infor-
mation. (H.S., College)



9. The New Woman's Survival Catalog. Susan Rennie & Kirsten
Grimstad, edz. 1973, Coward, McCann & Geoghegan, Inc./
Berkeley Publishing Corp., 200 Madison Ave., N.Y., N.Y.

10016. $5.00 (paperback). Excellent resource guide of
information and statistics on women, feminist organiza-
tions, media, projects, etc. Includes section of women

& work.

10. The New Woman's Survival Sourcebook. Kirsten Grimstad
& Susan Rennie, eds., 1975. Alfred A. Knopf, N.Y.,
$5.00 (paperback) . Follow up edition of #9; expanded
section of women & work.

11. Freeman, Sande & Schwartz, Lois. No Experience Neces-
sary. Dell Publishers. Job finding guide for the woman
liberal arts graduate.

12. Vetter, Louise & Setnney, Barbara. Planning Ahead for

the World of Work. Center for Vocational & Technical
Education, Ohio State Univ., Columbus, Ohio 43210.

Available from: ERIC Documents Reproduction Service,
Drawer 01, Bethesda, Md. 20014. $3.29. Curriculum unit
for secondary h.S. women. Contains variety of infor-
mation on working women & ca/eers, simulated role-play
situations, visual aids, teacher guides.

13. Saturday's Child: 36 Women Talk About their Jobs.
Suzanne Seed. J. Phillip O'Hara Inc., 20 E. Huron,
Chicago, Ill. 60611. $4.95 (paperback, large) , $1.25

(paperback, small) , 36 women, many in non-traditional
fields discuss their working lives and how they arrived
at a career decision. (H.S., college)

14. The Vocational Readiness Package. For information write
Jeanne Scott or Maureen Rabin, 1215 Lodi Place, Los
Angeles, CA 90038. Five day program improvisions to
stimulate planning about careers.

15. Career Opportunities for Women Series (pamphlets) "Why

Not Be"

An Engineer? No. 41, 1971
An Optometrist? No. 42, 1968
A Medical Technologist? No. 44, 1971
A Public Relations Worker? No. 46, 1970
A Technical Writer? No. 47, 1971
A Per:;onnel Specialist? No. 48, 1968
An 7:pan Planner? No. 49, 1970
An Apprentice? No. 52, 1970
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16. Women's Bureau, Employment Standards Administration,
U.S. Dept. of Labor, Washington, D.C. 20210 - Varietv
of career information for women.

17. Women's Rights Almanac. Nancy Gager, ed., 1975, Harper
Row Publishers Inc., 10 East 53rd St., N.Y., N.Y.

10022. $5.95 (paperback) . State by state directory of
statistics and information on women, organizations &
services for women, discussion of major issues, etc.
"Women's Organizations" section has contact persons &
addresses for many business & professional organizations.

18 Women and Work. U.S. Dept. of Labor; Office of Infor-
mation, Publications and Reports, Washington, D. C.
20210. Distributed free. Monthly news bulletin contains
information on new legislation, equal employment oppor-
tunities, new career options for women, women working
in unusual jobs, etc.

19 "Sex Equality in Guidance Opportunities (SEGO) Lists
Resources for Counselors," 6 pp., annotated resource
bibliography in Nov. 1974 issue of Inform (Vol. 3,
No. 4), American Personnel & Guidance Assoc., 1607 New
Hampshire Ave., N.W., Washington. D.C. 20009.
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TEACHING JOB INTERVIEW SKILLS IN THE SECONDARY SCHOOL

David Hutchins
Virginia Tech

With a legislative mandate specifying the establishment
of placement services in the schools (Virginia Senate Bill
647) , it is imperative that counselors and others in the
educational enterprise consider methods of implementing
appropriate elements of placement into the various services
provided to students through the school system. There are
a number of specific elements associated with the placement
concept, however, the specific focus of this presentation
is upon helping students learn job interview skills asso-
ciated with an informal and formal setting. Specific tcch-
niques which can be used by the teacher/counselor at lkttle
or no cost to the school will be described along with vari-
ous measures of assessing this particular aspect of the
placement function.

Job interview skills are defined as the ability of an
individual to interact effectively with a potential employer
when seeking a position with that employer. There are two
major elements suggested in the definition, the ability of
the individual to adequately sell himself/herself to the
employer, and the ability to respond adequately to the

employer's cuestions. Some sample techniques for learning
these basic skills are outlined in terms of pre-interview
preparation and the interview.

Pre-interview Preparation

Pre-interview preparation focuses on many aspects which
must be considered before getting a job. Many practical sug-
gestions for students can be found in an excellent book by
McDaniels (1975). The job interview process is seen by
this writer as involving two crucial aspects at this stage:
knowledge about the employer, and knowledge about self.

Knowledge about the employer. A primary reason for find-
ing out about an employer in advance is so students will
know what kinds of things to ask questions about and how to
relate the information to themselves. There are many dif-
ft.rent ways of finding out about local or regional employers

including: "letting your fingers do the walking' through
the many listings in the telephone book, writing letters,
interviewing personnel, exploring occupational files, having
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resource persons from local businesses visit school, etc.
Students can practice asking questions about various kinds
of jobs through writing as well as interviews. Assistance
with letter writing and forming questions might be obtained
through the cooperation of the English Department. Brain-
storming sessions can get at many of the kinds of questions
which would be important to ask potential employers. Dis-
cussions following the brainstorming could focus on reasons
for some kinds of questions being more or less appropriate
than others for particular job situations. Most likely,
questions will emerge such as:

What tasks will be required?
What are the work hours?
Who would be the boss?
Are there opportunities to advance in the company?
What are the expectations of the employee? Etcetera.

Knowledge about self. Students should be prepared to
respond to questions from the potential employer about them-
selvas such as:

Why are you interested in the job?
What are you willing to do on the job?
What experiences have you had that are related to the

job?
When could you start work?
What kinds of requirements do you expect out of the Tiob?
What do you consider to be your strengths and wealmesses?
What kinds of hours and pay do you require? Etcetera.

Students frequently have not thought through such questions
before the actual interview. The advantage of prior con-
sideration of such questions is that students are likely to
be able to present a better picture of themselves to the
employer without having to hesitate and think through these
things for the first time ia the actual job interview.

The Interview

How can knowledge about the employer and self knowledge
be integrated into an effective interview? It is often very
useful to group students according to the reasons they are
interested in learning job interview skills. For example,
croups might include students interested in immediate part-
time jobs while continuina school, those stopping out of
school who are (or will be) seekillg full-time jobs, those
applying for temporary (summer) jobs, etc. The size of the
-groups which can be worked with effectively depends upon the
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goals for specific meetings. In general, if the goal is pri-
marily to give information, there is virtually no limit to
the size of the group. In such cases information might be
given out, verbally or in writing, and movies, demonstrations,
and speakers could be employed. Smaller groups would be
more appropriate when the goals relate to aspects of jobs
involving personal concerns, individual practice with spe-
cific skills, and other aspects Ikhere discussion and indi-
vidual feedback are required.

How can students go beyond merely knowing what kinds of
things should be done in a job interview to actually being
able to apply this knowledge themselves? Krumboltz and
Thoresen (1969) attest to the effectiveness of various kinds
of modeling in changing behavior, including watching movies
and using live models. One effective method relating to the
modeling process is that of role playing coupled with be-

havior rehearsal. Three primary steps are outlined which
the teacher/counselor can use to assist students in learning
basic job interview skills.

1. Prearrange the interview situation with individuals who
be playing the roles of employer and applicant.

Use as many props as possible to enhance the realism of

the scene. For example, if the setting is a local ham-
burger place where a student might be applying for a
part-time job, obtain some paper hats, shirts with the
name of the business on them, and other items which might
help in setting the scene. Such items not only enhance
the realism of the setting, but give good advertising
to the busin,:3s as well. If the setting is that of a
more formal environment, the employer might be sitting
behinc: a desk, dressed appropriately, and use interview
forms provided by the local company. The more realistic
the setting, the greater the likelihood that the train-
ing of the student will transfer from the classroom to
the actual interview situation.

2. Act out a "negative" situation where the applicant is
instructed to have as many things go wrong as possible.

For example, the applicant doesn't ask questions of the
emaloyer, doesn't know about the job being applied for,
over or underdresses, is awkward in greeting the em-
ployer, asks inappropriate questions, etc. Students
observing the role playing are asked to notice as many

things as possible about the interview which "go wrong.
Then the role playing takes place lasting from three to
five minutes or as long as necessary to demonstrate the

undesirable behavior. Frequently students will react to
t'nese scenes with chuckles and laughter. Immediately
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f3llowing the scene, students are asked to describe the
things they saw going on and these can be listed on the
board or on paper. The advantage of the negative role
playing situation is that practically everyone can see
some things going on which they know they could do bet-
ter, thus providing some positive motivation for even
the more hesitant students.

3. Following the negative demonstration and discussion,
individual students demonstrate how they would apply for
a similar kind of job by role playing the job applicant.
The technical term for this is behavior rehearsal, since
students are actually going through an experience very
similar to what they will face applying for an actual
job. After enough relevant behavior has been demon-
strated, the scene is cut and discussion occurs regard-
ing strengths and weaknesses of the job interview. The
teacher/counselor guides the discussion emphasizing par-
ticular strengths of the student as well as eliciting
suggestions for improvement. If time permits, it is
desirable for the same individual to replay the role of
applicant, capitalizing on the group discussion and
practicing the suggestions while they are still fresh.

A variation of this process is to first demonstrate
negative and positive job interview skills before a larger
group and then to break the students into triads with one
person serving alternately as employer, applicant, and
observer. Aaain, discussion occurs on strengths and weak-
nesses and suggestions for improvement. If time permits,
the situation could be replayed allowing the applicant to
cement the suggestions into improved job interview behavior.
Then, all individuals change roles and the process is re-
peated so that all students Is.ave the opportunity to practice
job interviewing skills, receive constructive feedback on
their behavior, and cement the new skills into their be-
havior repertoire.

If audio and video recording equipment is available, it
can be a useful tool in highlighting specific aspects of job
interview behavior. Students can hear and see themselves in
the specific behaviors and tapes can be stopped at any point
for illustration and discussion purposes. The tapes can
also be useful in documenting specific behavior changes in
students.

Accountability and Job Interview Skills

If the olaceinent function is seen as an important respon-
sibility of the counselor, it is important t-r, be able Lc>
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account for the time spent, individuals seen, and the results
of involvement in teaching job interview behavior. Several
possible elements in the accountability process are out-
lined below.

1. Negotiate wi4-h the coordinator or principal for the
specific kinds of goals and activities you wish to provide.
Write these things into your schedule so that everyone kno...s
what elements of your job you will handle differently or
eliminate in order to take on an effective role in the place-
ment function.

2. Record the number and grade level of students seen
in any aspect of placement functions.

3. Note the reasons for teaching job interview skills to
various groups of individuals (e.g., to find immediate part-
time jobs, to acquire summer experiences related to self and
career exploration, etc.).

4. Record the disposition of those who applied for jobs.

How many interviews were necessary? How many were successful
in obtaining employment?

5. What feedback did you have on student interviews and
subsequent performance on the job?

6. How did the job effect the student's behavior in the

school?

7. What additional resources were found and how could
they be used to improve various elements of school-community
relationships? In what ways could resource persons contri-
bute to the career education process in the school?

S. In what ways did the counselor assist in coordinating
job interview and other placement activities between already
existing, but often isolated, services such as distributive
or cooperative education programs?

9. Itemize specific changes in students' job interview
behaviors through combinations of behavior check lists which
clearly indicate the kinds of changes which take place.
Also 1-e alert for corresponding changes which take place in
other areas of the sjnool as students become increasingly
aware of tneir behavior.
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Summary

This presentation has briefly outlined basic steps essen-
tial to teaching students how to effectively engage in job
interview behavior. Knowledge of self and the employer was
stressed along with specific suggestions for helping students
apply skills in the job interview situation. Finally, spe-
cific elements of the accountability process were outlined
which could assist counselors in demonstrating effectiveness
in aspects of the placement function related to teaching job
interview skills.
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PLACEMENT PROBLEMS OF THE DISADVANTAGED

Johnni2 M. Miles
Virginia Tech

Placement is a service within the guidance program de-

signed to assist students in the selection of suitable

courses or curricula, extra-class activities, and part-time

or full-time employment (Downing, 1968). Placement, then,

incluC,es broad functions that are educational and vocational.
Educational placement tends to he associated with the selec-

tion of curricula, school subjects, and also to school or non-

school related out-of-class activities. On the other hand,

vocational placement deals with part-time or full-time em-

ployment. In order for the disadvantaged to benefit fully

from the placement service, both aspects of placement should

be directed tow21rd meeting some of the needs of the disad-

vantaged.

Willard Wirtz quoted some rather revealing figures this

morning about the January unemployment rate. He shared

information "hot off the computer" that the overall unemploy-

ment rate was 7.8 percent. That figure alone was not as

disturbing as the 20 percent for youth unemployment in gen-

eral and the nearly 40 percent for non-white youth. These

statistics serve to emphasize the pressing need for focusing

on placement problems of the disadvantaged.

This session will concentrate on the roles of counselors

in vocational placement of the disadvantaged. Some con-

sideration has been given to problems of educational place-

ment with the disadvantaged in the literature and will not

be discussed here.

Vocational Placement. In a broad sense, educational
placement is the forerunner to vocational placement. Edu-

cational placement activities assist the individual to reach

a state of readiness for job-related placement. It is

through these activities that students develop an adequate
knowledge base and some of the skills required for employ-

ment. However, those skills not attained during the educa-

tional activities may be developed through a comprehensively

designed program of vocational placement services.

Vocational placement involves all those activities which

are designed to go beyond decision-making and planning to

those which involve identifying specific job openings, organ-

izinc an information dispersal system, assisting students in
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the application process, and follow-up on and assisting the
client as well as the employer--if necessary, as they adjust
to the new situation. This aspect of placement involves a
number of different types of activities--particularly when
working with disadvantaged clients. Activities must, by
nature, go beyond the usual identification of vacancies, job
listing and referral to more developmental and active roles.
One may still not assume that the disadvantaged, given the job
skills, will be offered available positions.

Disadvantaged applicants may be viewed as individuals who
want jobs but who may or may not come with the basic skills
needed and attitudes toward work engendered by their ethnic
background. One may also realistically view the world of
work as having some attitudes and practices which are not
sensitive to the uniqueness of the disadvantaged applicant.
Ferman (i)69) in discussing placement services for the dis-
advantaged, specified six activities which he considered
basic. These included identifying job openings and other job
placement services, matching the individual and the job, pre-
paring the individual for the interviews and tests he will
encounter, providing on-the-job supportive help, and completing
follow-up. If placement of the disadvantaged is to work, cer-
tainly these dimensions must be involved.

Let me present an action-oriented, multi-faceted model for
placement of the disadvantaged (Figure 1). This model has
potential for including aspects of educational and vocational
placement. The client (disadvantaged) is the focal point of
efforts of all involved individuals, w...thin or related to the
client's environment. As such, the client becomes a recipi-
ent of direct and/or indirect services of counselors through
their counseling and consulting functions, respectively.
These two functions be discussed separately to highlight
the nature of the action-oriented role of the counselor.

Direct Services

These services include individual counseling, group coun-
seling, group guidance, and any othcr Ielated service which is
geared toward the individual client. Programs which assist
the client to assess his preferences and potential, as well as
assist in decision-making would fall in this category.

As previously mentioned, the disadvantaged may come for
placement with attitudes, experiences, and skill gaps that are
needed for successful employment. Counselors must work with
the disadvantaged to bridge those gaps. Counselors must also
seek to destroy the myths and stereotypes about the disadvan-
taged which are sometimes fostered by the disadvantaged them-
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Ficure 1. Action-model for Placement Personnel
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selves. The disadvantaged must begin to think in positive
terms about themselves and about what they can do.

Through individual and group counseling, the disadvantaged
may focus on level of achievement and success motivation,
goal setting, developing interpersonal relationship and com-
7nunication skills, and viewing their strengtns toward mEeting
these goals. The disadvantaged may also use the counseior and
peers to try out new ideas and goals and as support elements.
These examples are illustrative only and represent such a
small portion of the possible avenues for development.

It i difficult to make a clear distinction between direct
and indirect services. Indirect services often provide
opportuniies for development of the same skills as direct
services.

Indirect Services

In this area, we are confronted with the type of activi-
ties that have been performed for a long time by counselors
but are now being labeled collaborative consulting. These
activities involve work with others in order to bring About
change for the benefit of the disadvantaged. These services
require that counselors go beyond the client and work toward
social change in the wider environment--to correct conditions
that bring about and maintain the plight of the disadvantaged.
Collaborative consultation can take place only as a result of
cocperative efforts by the counselor and others. Let us look
at some ways in which others may assist in placement.

Teachers. Teachers are in a unique position to provide a
variety of assistance to students beyond cognitive develop-
ment. Through classroom guidance activities, teachers can
assist students to develop interview skills, teach job-search
tactics, develop opportunities for students to obtain exposure
and experience with the world of work through field-based
career education and subject related "mini-work experiences."
The disadvantaged suffer from a lack of exposure with work
which can be more damaging than lack of skills for it limits
the type of vocational goals that are set.

Teachers and counselors may seek to determine what em-
ployers ',-ant from potential applicants and .±:evelop avenues
throu3h whic": these things may be taught. In a survey of
California employers, it was revealed that employers find the
following characteristics important: problem-solving ability,
emotional stability, scholastic achievement, skill in communi-
cation, perceptivity, good appearance, work-experience, and
extra-curricula activities. Although these expectations are
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college graduates, there is some evidence that similar expec-
tations exist of oth._.r employees.

Teachers may also create the kind of classroom environ-
ment, course structure, and grading procedures that will aid
the disadvantaged in experiencing success, acceptance, and

involvement. For many disadvantaged who have succeeded,
they often recall the existence of "one" teacher who made
the difference for them.

School Administrators. Administrators are in a position

to make decisions which facilitate the development of the

disadvantaged. Through collaboration counselors can describe
in their perceptive way, the needs of all students within

tneir school. They can make use of information from follow-

up studies, student and faculty surveys to build the justifi-
cation for relevant and humane education.

A recently released study by the American Institute for
Reseal:ch (1976) entitled "An Empirical Study to Aid in Formu-
lating Educational Goals" raised some interesting questions
about how students are prepared for work and for citizenship
and for continuing their intellectual development beyond high

school. The study's findings are derived from interviews
with 1,000 of the nation's 30-year olders who were a cross-
section of the 400,000 secondary students interviewed in 1960

as part of Project TALENT. These students "were asked to
gauge the quality of their lives and to tell how education
contributed to or distracted from it. Based on the interviews,
the study, sponsored by NIE, cited 5 serious deficiencies in

schools: inadequate vocational guidance, uneven quality of

teaching, lack of individualized instruction, inappropriate
curriculum and insufficient counseling." Lack of adequate

vocational and educational guidance inhibited the development
of 86% of the men and 66% of the women interviewed. "Lack of

knowledge of their own interests, abilities and values and
how these related to educational programs and careers resulted
in much wasted time, lack of motiliation and personal frustra-

tion." rhese results suggest that students expect more from
education than they are receiving, particularly in the area

of vocational and educational guidance.

Parents. Often an overlooked resource, parents can do a

great deal to assist their children toward meeting their edu-
cational and vocational goals. Parents, by developing support-
ive home environments, can prepare the student for positive
interaction in schools and work situations. Parents should

become involved more actively in the educational process--
contributing in a variety of ways.
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Parents are most often, along with other alumni, in a
strategic position for gathering and providing information
about job openings and in some situations in a position to
create new jobs for students. Although not necessarily true
of the disadvantaged, it would be a great way for others to
contribute to disadvantaged. Their potential for participation
in the totality of the placement program is limitless.

Potential Employers. If counselors are to assist the dis-
advantaged in placement, then some efforts must be devoted to
highlighting for the employing institutions the problems of
the disadvantaged that result from employment practices. It
appears that the educational level required for various posi-
tions is increasing although not required to perform adequate-
ly on the job. In addition, participation in the labor force
is related to educational attainment as reflected by a larger
proportion of high school graduates than dropouts obtaining
work. The major concern as revealed in a study by Harrison
(1971) is that education has a different effect on employment
for different groups. The weekly wage of a Caucasian high
school graduate was $25 higher than that of a white worker
who had never attended high school, but a non-white high
school graduate made only $8.83 more than a non-white who had
never attended high school. Together schools and employers
can begin to determine ways in which education and employment
are relevant and possible for the disadvantaged, non-white
client.

Employers may cooperatively work with schools to provide
mini-work experiences, part-time, and summer jobs, as well
as full-time jobs for students. Employers should be made
aware of the benefits from such experience for their estab-
lishments as well as the value to the disadvantaged client.

One example in particular is that employer, may be able
to identify and select permanent employees from the pool of
temporary help. There are many ways in which mutual benefit
can be gained from a cooperative effort.

Community Agencies. There are many existing resources
within community agencies which would be of assistance to the
disadvantaged. It is a well documented fact that the dis-
advantaged isn't always aware of these resources nor knowledge-
able of their eligibility. The role of the counselor may be
to provide information to clients with needs. In addition,
agency programs are based on needs and counselors are or should
be able to facilitate agency program development by sharing
what student needs are.

In relationship to placement, community agencies are pos-
sibilities for employment as well as resonrees for educating
the population about needs. The development of a committee,
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with representatives from a variety of community and school
groups, is another way of focusing on the placement problems
of the disadvantaged.

The model was termed action-oriented in that it opened up
additional channels through which the counselor can work
beyond the immediate client. It reemphasized the importance
of others and the team approach for helping the disadvantaged.
Counselors cannot perform all functions directly. They must
involve others and work through indirect, consultative activi-
ties.

It would be naive to assume that the counselor and the
school alone can break the cycle of poverty with its many
problems for the disadvantaged. Counselors must enlist the
support and cooperation of parents, business and industry,
and community persons. There must be a cooperative effort to
provide experiences and conditions that contribute to a more
positive, total development of the disadvantaged. Placement
is only one aspect.
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EXEMPLARY STUDENT JOB PLACEMENT PROGRAMS

Lloyd Jewell, Jr.
Virginia State Department of Education

Is student job placement and follow-through of secondary
school leavers a responsibility of Virginia's public schools?
This is a question that faced the Virginia Division f Voca-
tional Education in determining ',nether it should promote
student job placement programs.

Much discussion has been devoted to the above question.
For many years the public schools have accepted the responsi-
bility for assisting its graduates who wish to continue
their formal education to enroll in a college, university
or other appropriate schrol. Repeated concern has been ex-
pressed about the need for education to assume an equal
responsibility for assisting its students, who did not wish
to continue their formal education, to enter the world of
work and to satisi'actrrily hold a job.

Both the National Advisory Council and the Virginia
Advisory Council for Vocational Education have emphasized
the need for the public schools providing student job place-
ment services. The National Advisory Council on Vocational
Educatic,I. stated that "Employment is an integral part of
educati-m--every secondary school should be an employment
agencyand this practice must be universal." This view
has been expressed by many state and national groups.

In 1973 the Virginia Division of Vocational Education
dided to promote exemplary projects in student job place-
mcnt th:lt could serve as demonstrations or models for other
schco1s wishing to offer job placement programs. Incentive
funds provided under Part D of the Vocational Education Act
were used to assist local school divisions with these pro-
grams. Each program was funded for a three year period with
the understanding that, if successful, the program would
continue after the initial three year period with local
funding. The first year of each project was 100 percent
federally funded. The second year's funding was 80 percent
federal and 20 percent local funds, and the third year was
60 percent federal and 40 percent local. A total of eleven
pro:lects, geographically located throughout the state, have

been funded.

The personnel provided for each project consisted of a
full-time placement Coordinator and a full-time secretary.
With one exception, each project was established to serve
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the students in two school divisions. In thiF project the
student job placement Cordinator worked with an individual
staff member in each of the high schools who was assigned
the principal responsibility :or student placement.

Purposes of Project

The overall purposes of the projects were to demonstrate
the feasibility of schools assuming responsibility for
the placement of secondary students at every erit
level and to establish a systematic, eff :tive job
placement capability that would serve a...1 students in
the secondary school. More specific purposes were to:

1. Assist in the placement of dropouts and arrang-
ing for their continued education where feasible.

2. Assist in the placement of high school grad...:ates.

3. Assist in the placement of high school students
who want part-time jobs, work experience.

4. Work closely with coordinators of the various
cooperative education programs in placement
of students.

Work closely with the guidance personnel in
their efforts to assist students with education
for employment.

6. Assist students to advance in positions.

7. Advise sLudents at every level about continu-
ing education opportunities.

8. Make provision .for pre-placement trainit j for
students iteking employment.

Major Goals

Major goals were established for each year of the three-
year projects. While flexibility was permitted in order
to meet the needs of local students, the recommended
goals for each year were as follows:

First Year of Project:

Participate in in-service education programs.

Establish system for placement services.
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Develop brochure giving information about placement
office.

Establish system of communication with the business
community.

Establish system of communication with students,
faculty, parents, and administration.

Develop working relationship with coordinators
of the various vocational programs and with guid-
ance personnel.

Try-out system for placement for part-time jobs
and graduates, evaluate, revise.

Establish advisory committee for placement of
students (other than cooperative students) in
part-time jobs and placement of graduating seniors.

Second Year of Project:

Participate in in-service education programs.

Seek additional placement opportunities for part-
time, seasonal, and full-time employment.

Bring placement of dropouts into the system, try-
out, evaluate, and revise as necessary.

Coordinate the offerings of mini-courses and pre-
placement training.

Follow-Up placements ,Ind determine training needs.

Provide assistance to students regarding employment.
Continue the operation of the placement system,
evaluate, and revise as necessary.

Continue making community contacts for job oppor-

tunities.

Publicize activities of placement service.

Third Year of Project:

Participate in in-service education programs.
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Evaluate the Placement Services in terms of value
to students and to the business community.

Evaluate each component of the Placement Service:

1. Filing System
2. Public Relation Activities
3. Pre-employment Training
4. Advisory Committee
5. Placement
6. Follow-Up

These exemplary Student Job Placement programs have been
highly successful. Interest has been expressed by a number
of school divisions to initiate Student Job Placement Ser-
vices similar to those provided through the exemplary pro-
grams.

In 1975, the Virginia General Assembly, following the
lead of a number of other states, enacted legislation man-
dating the provision of placement services in all secondary
schools in Virginia. This legislation, Senate Bill No. 647,
requires that occupational guidance and placement services
be provided in all school divisions not later than September,
1976.
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STATUS OF EMPLOYMENT COUNSELING AND
PLACEMENT SERVICES IN VIRGINIA

John R. Cook
Virginia State Department of Education

In 1975, the Virginia General Assembly passed State
Senate Bill. No. 647, quoted below:

"1. That the Code of Virginia is amended by adding
a section numbered 22-40.1 as follows:

22-40.1.A On and after September one, nineteen
hundred seventy-six, each school board shall make
available to secondary students employment counsel-
ing and placement services to furnish information
relating to the employment opportunities available
to students graduating from or leaving4the public
schools in the school division. .4, d

B. No fee, compensation or other consideration
shall be charged to or received from any student
utilizing such services.

C. In providing such services, a school board
shall consult and cooperate with the Virginia Em-
ployment Commission.

D. The Board of Education may recommend methods
for providing such services. The State Department
of Education may provide assistance to school
divisions in establishing and providing such ser-

vices upon request."

At the request of the Virginia Department of Education,

a committee (composed of local educators and Virginia Depart-

ment cf Education personnel) was formed in May 1975 to form-

ulate interpretations and develop an understanding of the
scope and nature of these services.

The committee addressed itself to the following concerns:

1. What is occupational counseling and placement ser-
vices as identified in this law?

2. What are the competencies needed by an individual
to carry out these responsibilities?
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3. What types of in-service training for personnel
should be developed to assist school divisions
in preparing individuals who will have these
responsibilities?

4. How best can these services be provided in school
divisions of different size and organizational
str-I:cte?

5. What should be the nature of the consultation and
cooperation with the Virginia Employment Com-
mission?

6. How can the Department of Education most effectively
provide assistance to school divisions in estab-
lishing and providing such services?

As a result of the committee's work, a report was sub-
mitted, in September 1975, to the Superintendent of Public
Instruction for Virginia and it was accepted by the Virginia
Board of Education in October 1975.

Aware that school counselors have traditionally provided
some employment counseling for students, the report stated
that limited placement services and follow-up studies have
been conducted in Virginia for a number of years, but gen-
erally most have not been systematic in nature and have
not included every student.

Also, that a comFrehen7ive program of placement services
and follow-up studies includes all studento. begins when
students enter secondary or post-secondary educational pro-
grams, and continue until these students are placed in gain-
ful employment or formal programs to continue their educa-
tion. The foundation of the placement services should be a
comprehensive career education program. To better meet the
actual needs of students, follow-up studies should include
both gathering data and providing data for use in adjusting
c=icula.

The report speaks to the implementation of employment
counseling and placement services for all secondary students.
Coordination of these services and follow-up studies are
viewed as essential in each local school division in the
st,lte. Each school division's five-year plan of action sub-
mitted to the Virginia Department of Education by June 30,
1976 should include clearly defined objectives and strategies
to insure the implementation of State Senate Pill 647. Com-
munity, state, and federal agencies, educational institu-
tions, businesses, and industries are resources which should
be involved in placement and follow-up. Each division



cooperate with the Virginia Employment Commission. As used
in the report, placement services are defined as assistance
to secondary school graduates or leavers who desire to ob-
tain gainful employment or to engage in a combination of
employment and further education.

The report suggests that each school board shall, prior
to S,aptember 1, 1976, provide a plan to insure that place-
ment services shall be provided fcr all students graduating
from or leaving each secondary school. Fur-7..er, that each
school division should assess its awn needs prior to the
establishment of employment counseling and placement ser-
vices. Implementation will be dependent on such factors as
school population, geographic location, types of business
and industry in or near the locality, etc.

To accomplish the objectives of these services, each
secondary school must determine the organization that will
best serve the needs of that school. The size of the high
school, the availability of part-time and full-time jobs,
and the nature and scope of vocational offerings in the
school are determining factors to consider in organizing
these services.

In December 1975, the Guidance Service, Virginia Depart-
ment of Education, was advised that local school counselors
would have the major responsibility for implementing employ-
ment counseling and placement. All division superintendents
were advised of this on January 9, 1976. The Supervisor
of Guidance and a local school superintendent were asked to
chair a committee to develop guidelines relating to these

services. The committee is composed of personnel from local
school divisions as well as from the Virginia Department of
Education. The first and second meetings of the committee
were held in Richmond on January 5 and January 22, and the
work of the committee is currently in progress.

It is anticipated that these suggested guidelines will
be completed and distributed to local school divisions in
the early spring of 1976.
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COOPERATIVE RELATIONSHIPS BETWEEN THE VIRGINIA EMPLOYMENT
COMMISSION ANC' SCHOOL PLACEMENT SERVICES

Norman Boswell
Virginia Employment Commission

Senate Bill 647 passed by the Virginia Legislature during
the 1975 session enacted into law the requirement that a
comprehensive program of Placement Services with follow-up
studies be established for all students not planning to
continue their education. In the Bill, it provides that:
"In providirg such services, a school board shall consult
and cooperate with the Virginia Employment Commission."
This is the area I would like to talk about at this time.

As many of you are probably aware, the Virginia Employ-
ment Commission is 100% federally funded. These funds come
to Virginia in the form of a grant and for the purpose of
administering its many programs. Our major functions can
be broken down into four (4) groups as follows:

1) Manpower Information

2) Manpower Programs

3) Unemployment Insurance--and

4) Employment Services

Manpower Information

We find that not too many people know that we have a
Research Department that compiles various information deal-
ing with the Labor Force. This division publishes various
reports dealing with subjects such as Unemployment Insurance
Rules, Labor Market Statistics, Occupational Requirements
for Vocational Education and many other manpower-related
activities. This information is available to you at no cost.

Manpower Programs

In the early 196C's, the Manpower Development Act (MDTA)
was pased, establish-4.ng training programs for t%a disad-
vantaged, unemployed and under-employed. The Virginia Em-
ployment Commission was in the forefront in establishing
these programs and gained a lot of valuable experience in
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this area. The MDTA programs gave way to the Comprehensive
Employment and Training Act of 1973. This new program pro-
vides many of the services previously provided under MDTA.
However, the responsibility for administering these programs
was shifted to the localities, rather than state control.
Cities or groups of localities with population of 250,000

or more qualify as Prime Sponsors under this program. Funds

are given to these areas directly from the Derartment of
Labor. The other areas of the state come under the classi-
fication "Balance of State." The Virginia Employment Com-
mission has been designa'ced by the Governor as the Balance

of State Prime Sponsor. We are, therefore, very much in-

volved in manpower programs which we feel contributes to
stabilizing the work force. Information regarding training
opportunities is available by contacting your nearest V.E.C.

local office.

Unemployment Insurance

Virginia law requires that all employers with one or

more employees subscribe to the Virginia Unemployment In-
surance program. The Administration of this program is a
joint effort of Federal-State cooperation, with the V.E.C.
being designated to carry out the state laws. In calendar
year 1975, the V.E.C. paid out $180 million to some 60,000
persons per month. You can see that these payments greatly
contributed to the economy of the state, as well as helping
the individuals through their period of unemployment.

Employment Services

The Virginia Employment Commission has been in the busi-
ness of placing people on jobs since the early 1930's. Dur-

ing these some forty (40) years, procedures and t2chniques
have been developed and proven in the selection, screening,
referring and placing of individuals on jobs. We consider
our staff to be experts in placement business, just as you
consider yourselves experts in education.

In carrying out the placement function, various "tools"
have been developed to assist us in our task. I would like

to point out several of these "tools" which might be of
interest to you as you prepare to set up Placement Services

in your particular school.

Counseling - In each of our 50 local offices statewide

we have counselors who work with individuals that have prob-
lems as to change, choice and adjustment in finding suitable
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employment. One of the tools they use is the General Apti-
tude Test Battery (G.A.T.B.). This device helps the coun-
selor determine the field of work in which the applicant
would have the best chance of success. This tool is avail-
able to any educational institutions through our agency.
If you feel this tool can be used in your operation, I sug-
gest you contact your nearest V.E.C. office for details of
a test release agreement.

I would also like to point out that each local office
has a person assigned to Youth Placement. This person can
be of great assistance to you in carrying out your responsi-
bilities.

Job Information - The V.E.C. Manpower Information Divi-
sion conducts periodic surveys to determine the occupational
need of Virginia communities. This information is usually
broken down by geographic areas and lists occupations that
are in demand now with a projection of needs in the future.
This type of information can be of great value to you as
educators in preparing the prospective job seekers so they
will be ready for mainstream placement.

Wa find that the key to proper job c.,.Inseling and place-
ment is knowing the "world of work" ia your given community.
When this is -tccomplished, individuals tend to makg: realis-
tic vocational choices which result in satisfacto%:y jcp
placements.

Job Bank and Job Matching - One of the goals of the
Employment Service has been to get a wider distribution of
job information throughout the state and nation, thereby
increasing the possibility that the employer will receive
a better qualified worker and at the same time giving the
applic& t more information about available job openings.
We accomplished this goal with our computerized Job Bank
system.

We have three Job Bank centers, located in Norfolk, Rich-
mond and Roanoke, that collect job information from the
local offices on a daily basis. This information is up-dated
overnight and every morning our interviewers have current
job information that is used to refer individuals to job
openings. This information is distributed in the form of
micro-fiche, so that many jobs can be displayed on a single-
source document.

In the very near future, we plan to initiate job match-
ing in the Tidewater area This means that we will be using
the computer to compile an applicant bank that can be run
against our Job Bank resulting in computer-matched individuals
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and jobs. We feel this will be particularly valuable in

filling professional and highly skilled job openings. This

system will be exported statewide by fiscal 1979.

Conclusion

We feel that Senate 3111 647 is a step in the right
direction in providing placement service§ to our student

population. It appears that the V.E.C. could participate
in this program in several ways:

1. The State Department of Education and/or local School
Boards could contract with the V.E.C. for a "placement
specialist" to work in a school or group of schools to pro-
vide placement services. In this insta-ce the placement
specialist would be located at the school and devote one
hundred percent of his or her time to the program.

2. The local School Boards could contract with the
local V.E.C. office to receive job information from the

V.E.C. Job Bank. This arrangement would be a joint effort
where the exchange of information between the schools and
V.E.C. would be shared for the benefit of both parties.
This would require the schools to purchase the necessary
equipment to use the micro-fiche containing the job infor-

mation.

In either of the two above situations we see where the
local schools and students would benefit from V.E.C. partici-
pation in this effort.

1. The schools and students would have a ready made
job inf,Drmation system at their disposal.

2. The V.E.C. has many years of experience and exper-
tise in the job placement business.

3. The V.E.C. has an effective employer contact pro-
gram that would open up job development on behalf
of applicants.

4. The V.E.C. has a statewide network of local offices
that can provide services to all school districts.

5. V.E.C. has an automated record-keeping system to
provide the needed information for various report-

ing requirements.

6. V.E.C. has access to various state and federal
manpower training programs.
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7. By using the services of the V.E.C. it would elim-
inate an overlap of services. It is our feeling
that education should be responsible for educating
which is their intended function. On the other
hand, the V.E.C. is a placement service and should
be the State agency responsible for placement
activities.

Inasmuch as each Board of Education develops its own
plans for their particular area, we suggest that arrange-
ments for placement services with the V.E.C. be made on a
local basis. The services provided could vary from area
to area and would change as demand required.

The V.E.C. stands ready to assist the State Department
of Education and the local Boards of Education statewide
in providing placement services to high school students
and graduates as outlined in Senate Bill 647. It will be
our objective to provide these services in the most prac-
tical and economical method possible.
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JOB PLACEMENT AND CAREER EDUCATION AT
WYTHEVILLE COMMUNITY COLLEGE

William Jennings
Wytheville Community College

Placement has traditionally been defined as the "end
product" of a successful counseling experience. With thEl.
increased emphasis upon placement, both on the secondary and
post-secondary levels, the tendency has been to focus upon
job, placement as the extent of placement activities.

I tend to view placement, not as if it were a separate
and finite step, but as a process, developmental in nature,
comprised of 4 sequential phases:

Phase I

Phase II

Phase III

Phase IV

Self Awareness

Career Awareness

Tentative Selection Process

Reality Testing/Placement

Figure 1. The Placement Process

Eefcre we can begin to assist our students, as they
choose a program of study or select a job, they must be
aware of their own interests, strengths, values, personality
traits, etc. How many cf us, as we look back over our own
past, have made critical decisions about careers, about
life, without really being aware of ourselves.

If the individual student is not aware of his own
strengths and weaknesses, how can we as counselors/place-
ment officers, expect him to make rational career/progra:
choices.
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Wytheville Community College, in an attempt to incor-

porate the 4 phases of the developmental placement concept,
has developed a model career education program. The objec-

tives of our career education program include the following:

(1) to develop and maintain a library of career-
related materials,

(2) to assist faculty with the selection of career
literature related to the content of their

courses,

(3) to develop and implement a career speaker's
bureau of persons employed in occupations
for which training is available at Wytheville
Community College,

(4) to develop articulation procedures with regional
high schools in the college's service area,

(5) to devciop a program to assist students with
effective methods of seeking employment,

(6) to develop cooperative relationships with
regional employers,

(7) to conduct extensive annual follow-up studies
to evaluate college programs,

(8) to develop and instruct an elective course
orienting the student to the care=decision
nakirg process.

By implementing these program objectvqgi we feel that
the developmental nature of placement is being emphasized.
By focusing upor placement as a process and not as a "one-
step" phase, we feel that placement into a program and/or a
job will be based not on a "hit-or-miss" proposition, but
upon a firmer basis than what has existed historically. It

is our feeling that with this renewed emphasis upon place-
ment as a process, we are better able to assist students
as they begin to think in terms of their future programs.
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JOB PLACEMENT AS A COMPONENT OF CAREER EDUCATION

Randy Wright
Radford CiLy Schools

The Radford City School System was funded initially by
the U.S. Office of Education to coneict a research and devel-
opment program in career education. The funds were provided
through Part C of the 1968 Vocational Education Amendments.
The project began in March of 1972. Subsequent funds have
been made available by the Virginia State Department of Edu-
cation.

The objectives of the project are:

To develop a comprehensive career education program
for kindergarten through the seventh grade.

To develop a teacher preparation program for career
education.

To improve curriculum materials and to develop new
curriculum material:i.

To develop a career education resource center.

To develop an elementary career guidance program.

To deve1:,.1 and disseminate materials and techniclues
to other school systems.

To eventually expand the program to form a continuum
of career education from kindergarten through the
twelfth grade and beyond.

To develop evaluative techniques for career education.

The initial project was implemented at one elementary
school and included all teachers and all students in that
school. Three levels of special education were also in-
cluded in the project.

The project was expanded during the 1973-74 school year
to include all elementary schools and all eighth and ninth
grade students in the system. During 1974-75 and 1975-76
the program expanded and included all students and all teadh-
ers in grades K thrcugh 12 in the entire school system.
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The key to successful implementation of a career edu-
cation program is teacher preparation. Several paid work-
shops have been conducted for teachers to develop instruc-
tional materials. The following naterials have been devel-
oped:

200 career education activity cards

Over

Over

Over

50

100

100

career education learning center procedures

career instructional units in K-7

career activities by subjects in grades 8-12

Substitute teachers are employed during the school year
thus freeing classroom teachers to develop and evaluate
career materials and procedures. Continuous in-service
training successfully prepares teachers to incorporate
career education concepts into the existing curriculum.

In the elementary schools the workshops are organized to
permit the various grade level teachers to work together,
and in the secondary schools the organization centers around
subject matter departments.

An essential component of career education is the indi-
vidual self-evelopment of each child. The career guidance
program ha3 been established as an important part of the
total project on both the elementary and secondary levels.
The career counselors work with students in small and large
proups and on an individual basis and concentrate heavily
on student self-development and decision making skills.

In 1974, a student job rlacement program was initiated
in the secondary school to assist students seeking part-time
or full-time employment. This service is provided for all
secondary students with special emphasis on graduates and
drop-outs. The director of the placement program provides
students with pre-employment information (ccmpletion of
application forms, preparing for interviews, etc.) and
attempts to find appropriate job openings in the community
for any interested students.

The job placement director works closely with guidance
counselors, vocational teachers, academic teachers, diminis-
trators and representatives of local businesses and irdus-
tries attempting to match students with jobs. The tii.rectz-)r

is especially a close worker with co-op teachers which
alleviates competition for the same jobs by our different
work programs.
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Students and employers receive information concerning
the placement service via personal contacts, local news
media and personal correspondence.

The job placement program serves as a viable vehicle for
the transition of students from the school to the world of
work.

Tii lIdford Career Education Project is designed to
foF;(11 max.imum involvement by students, parents, teachers
and th aommunity. The following methods indicate how
tnes,e four essential participants becooe involved:

Students:

Role-playing various occupations.

Interviewing working people.

Sensory experiences (hearing, seeing, smelling, tasting,
touching).

Skills training.

Actual hands-on activities.

Field trips.

Resource people visiting class.

Individual projects.

Participating in a career oriented elementary school
job program for students, supervised by faculty sponsors.

Parents:

To visit the classroom as a resource person.

To be interviewed by students.

To accompany class on fi1d trips.

To become involved in P.T.A. other parent groups.

To be interested an3 enthusiast: alit school work
when the child is at home.

1
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Teachers:

Correlation of content material with the world of work.

Allowing students to select from alternate mooes of
obtaining infurmation on specific topics.

Utilize resource people to relay content information
and job information to students.

Incorporate activities that enhance students' decision
making skills.

Individualize and humanize al) possible instructional
procedures.

Community:

Permitting students and teachers to visit businesses
and industries.

Encouraging employees to serve as classroom resource
persons.

Participating in school advisory groups.

Providing tte school with brochures, pamphlets, etc.
on businesses and ineustries.

Members of the Radford community and local school per-
sonnel realize the vast potential that the career approach
to education has, and they are highly motivated to contInue
with current procedures and to assist o'"Ier interested
school divisions with the implementation of career education
programs.
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JOB PLACEMENT SERVICES IN SCOTT COUNTY SCHOOLS

Joyce Osborne
Scott County Vocational Center

The Job Preparatioh and Placement Program at the Scott
County Vocational Center, recognizing that Job Planning is
a long, continuous process, and, therefore, requiring a
carefully organized and systematic approach, is designed to
supplement the skill training in order that the maximum
potential of the student be developed in his chosen vocation.

The program emphasizes the need for the concerted efforts
of all staff members, as well as Industrial Personnel and
other resource persons in providing opportunities for the
students to assess their potentialities in relation to their
vocational choice and to discuss attitudes, ideas, and mutual
problems involved in self-understanding and development. A
better understanding of all the factors which individuals
must consider in analyzing their strengths and weaknesses
in relation to their probable success and happiness in the
vocation of their cnoice is essential.

The group process, supplementing individual counseling,
to help those students whose adjustments involve unrealistic
demands, negative attitudes, habits, appearance and other
personal traits which may be difficult to deal with in indi-
vjdual face-to-face interviews is utilized.

Other students may know what they want and may even be
potentially qualified but either lack confidence or "how to"
aoility of knowing which steps are necessary in getting to
their goal; such as how to seek out jobs, complete apolica-
tions, and "sell" themselves during the job interview.

The activities serve to emphasize that a man can want to
wolA but if he can only offer his prospective employer a broad
back, he will be limited to unskilled jobs . . . . and these
are steadily disappearing.

Provisions are made to give the student at least three
kinds of support: (1) instrumental aid, which hopefully con-
vinces him that what he is doing from day to day is marked
by progress, both short-term and lona-7ange in view of the
ultimate goals; (2) cognitive aid, which provides him with
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"maps" of ways to do things that will show him how he can
accomplish what he individually wants to accomplish--this
requires giving him information, illustrations,and clari-
fications and tailoring various means to his particular
needs and objectives; and (3) affective aid, which shows
him how the staff does care and that they are sincerely
interested in his ideas and problems.

The more the student perceives the staff as willing and
able to help him as an individual, the more the school will
achieve its goals of promoting the students' instrumental
develoyment, ability to see and measure his awn progress;
cognitive development, achievement of technical skills, and
affective development, his desire to learn and hopefully

develop an occupational identity.

The students who participate in the Job Preparation and

Placement Process

1. Develop a better understanding of all the factors
which individuals must consider in analyzing their
strengths and weaknesses in relation to their
vocational choice.

2. Become more aware of the total aspects of the voca-
tional class in which they are enrolled.

3. Clarify their vocational interests and aptitudes
and establish occupational identities.

4. Gain pertinent information about the world of work.

5. Develop an understanding of job opportunities and
of appropriate procedures for obtaining and holding

a job.

6. Engage in job interview sessions conducted bv
Industrial Personnel in the areas of their train-

ing

7. Use the information, techniques learned, and con-
tacts to obtain successful job placement.

The follow-up information gained from face-to-face person-
nel interviews, postal card type questionnaires, correspond-

ence from former students, telephone conversations, and news-

paper clippincs aid the school in determining the extent to

which former students are following career plans; determining

the extent to which they are succeeding in and adjusting to

their pursuits; evaluating, improving, and expanding the

placement program; informing staff, community, and other
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pertinent agencies about adjustment and achievements of form-
er students; and evaluating curricular offerings, course
content, and extra curricular activities and to revise them
in keeping with the needs of the students.

Knowing that two words "properly prepared" will spell
the difference between employment and unemployment, the Job
Preparation and Placement Program seeks to develop an employ-
able personality as well as emphasizing the skill training
necessary for adequate job entry for each student.
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AN EXEMPLARY JOB PLACEMENT PROGRAM

James Crumley
Alexandria Public Schools

Initiated July 1, 1974, with funds provided by the Vir-
ginia State Department of Education, the Alexandria Schools
Job Placement Service offers employment counseling and place-
ment services to all current and former students of the Alex-
andria School System. The Placement Service's office is
located at T. C. Williams Senior High School which houses
all eleventh and twelfth graders in the city's public schools.
Current enrollment figures show a school population of 1800
students with juniors and seniors in almost equal numbers.
This population also includes an enrollment of 61% white,
32 i. black, and 7% other. The economic backgrounds of stu-
dents run the gamut of the scale.

From September through March the bulk of the work in the
Placement Office involves placing students in part-time jobs.
The peak month during this period is October when businesses
interview prospective employees for the Christmas season.
The month of May is the most active of the year, as far as
placements are concerned, due to the number of seniors inter-
viewing for permanent employment after graduation as well
as all oler students interviewing for summer jobs. Coun-
seling and placement of alumni and others who left school
without graduating does not have a peak month, and thus,
remains steady thrr)ughout the year.

Follow-up surveys are done on all students allowing con-
tinuous contact with employers. Community surveys are con-
ducted frequently through personal visits and telephone con-
tacts to discover new job openings and to keep abreast of
employment trends in Alexandria and other area business

communities. Working closely with the local office of the
Virginia Employment Commission and Chamber of Commerce is
most beneficial in determining local employment trends.

Representatives of local business, industrial, and govern-

ment agencies visit the school, both at job fairs and on an
individual basis, to talk with students About employment pos-

sibilities. Attending these clinics enables the student to
determine, before graduation, the type of job for which he
is best qualified and whether or not post high school train-

ing is necessary.
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The Dire:tor of Job Placement visits classrooms upon re-
quest and informs students of current and future employment
trends, job qualifications, and job application skills.

The most important facet of any school-based placement
service is whether or not the students in the system feel
that there is a need for it. During the 1974-1975 school
year, the first year of operation for the Alexandria Service,
965 current and former students sought counseling and/or job
placement assistance through the Placement Service. Of
these, 824 were current students at T. C. Williams--46% of
th t! school's enrollment. Arother 30% of the school's popu-
lation is enrolled in cooperative education programs, and
still another 4% found jobs without the help of either the
cooperative programs or the Placement Service. This, of
course, means that 80 of the school's population either
worked or actively interviewed for employment during the
year.

It should also be mentioned that the Placement Service
should not compete with the cooperative education programs.
The two services must work in close harmony in an effoft to
provide tho best situation possible for the students in the
system and the employers in the community.

There are other services offered by the Placement Office
which have hurried its popularity and acceptance with stu-
dents and administrators. Probably the most popular "extra"
is the free student income tax service. All tax information
and forms areprovided, as is instruction for completing
form 1040A. Over 500 students used the tax service last
year.

Another extra service provded is the issuing of work
permits. This provides the students with a convenient place
to obtain their permits and labor information and allows the
Placement Director to determine who is hiring students as
well as the total number of working students.

The most recent program initiated is the Minorities in
Engineering Program (MEP) which is offered in cooperation
with the RCA Corporation. This pilot program was begun in
January of 1976, and will continue through May. It is taught
at the RCA plant in Springfield, Virginia, by RCA engineers
and professors from Howard University. It is intended to
create an interest in engineering as a career for college
bound minority students and, thus far, has received much
acclaim. If successful, the program will continue to be
offered for five to ten more years.

The successful operation of a Job Placement Service will
depend, to a creat degree, on past experience of the person
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chosen to direct it. The following qualifications would be
most beneficial:

1) Five years' experience as a cooperative education
coordinator. (Having some of this experience in
the school system as the placement service

is, is an added plus.)

2) Hi.tor7r of rele.ting well to students.

3) .riiscory 01 working well with fellow employees.

The surc,..ssful program will be viewed as beneficial by
students, 17aculty, administration, and the community. This
will he done only by working in close cooperation with all
of these factions. Alienation of any could produce a less
than totally successful program.

The Job Placement Service concept is late in arriving to
the public secondary schools in Virginia. Now that it is
here, it will add a much needed link to the total career
education chain.

143

151



LEGAL AND ETHICAL CONSIDERATIONS OF SCHOOL
PLACEMENT FOR EXCEPTIONAL CHILDREN

Benjamin Silliman
David Alexander
Virginia Tech

While the basic thrust of the following material will be
orient:A toward placement oi exceptional children in pro-
gramJ. should be noted that the authors feel strongly
that tLerc: are possibilities for wide generalizability of
our .;'his paper will contain both a proposed model
for the rroces3 of placement and the incumbent ethical and
proced.iral aspects fo17owed by the significant lit.Lgation
which would support the pruposed modcl from a legal a9Dect.

Though there is a idstoric tendEcy to restrict the under-
standing of "exceptional children" to mean only the hzndi-
capped end of the continuum, our focus is on all aspects of
exceptionality. The definition as offered by English az:3
English (1.68, p. 191) should apprcpriately describe the
foc 73:

An inclusive term for children who deviate con-
siderably from the average in physique, sensory
acuity, intelligence, social conformity, emo-
tional development, etc.

An Ethical Model

In order to provide the necessary perspective for the
proposed model, it seems highly desirable to present an
obviously stereotypic sketch of the historic model. Follow-
ing that, the elements of a proposed model will be spelled
out.

Historic Model

While it may not be appropriate in all instances, the
following is nonethel ,s widely held. Until the mid LA's,
the schools operated in a very autonomous manner when it came
to the placement process for exceptional children. It should
also be remembered that at this point in time attending school
was considered a privilege.
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Typically, a given student was red-flagged by siomeone in

a school as being excepticnal. No matter what evidence was
presented, the principal usually requested that the school
psychologist or psychometrist administer a WISC or a Binet
in search of an I.Q. below the magic number of 80 or 85.
With the "hard data" in hand a decision was reached by some-
one to place or not to place the student in an exceptional
program (assuming that an appropriate program existed).
Usually it was not until this point, if ever, that the parents
of the student were informed of the change or lack of change
in school program. Needless to say, this type of procedure
has left many students labeled, stigmatized and locked out
of broader options for educational pursuits.

Unfortunately, it wasn't until the late 1960's and 1970's
that the courts began to hear litigation on the arbitrary
and capricious nE.ture of the above process. The ethical and
legal coLsiderations have led to the following proposed model.

Proposed Model

At each of the following st&q.E25 there are two primary

concerns. The first of these right (no longer a
privilege) of all public schoo ai children to an appyopri-
ate education. The second develops as an outgrowth of the
first. That is, due process must be assured to all parties.

The process model we are proposing is composed of four
primary aspects: screening, assessment, placement and fol-
low-up. Each of these aspects is described im the following

material.

Screening. The policy established at the local level
should spell out that each member of a school faculty is a
trained and viable component of the school screening commit-

tee. Obviously this implies the critical need for districts
to provide inservice training of an ongoing nature regarding
this vital element in the placement process.

Assuming each faculty member to be a trained observer of
human behavior, it should follow that each would be aware
of the need for documentation of specifics which would lead
to the referral for consideration at the next step in the
process.

Evaluation of screeniny referral. Once the referral has
been received by whomever is designated as the appropriate

person for this position (usually an administrator, counselor
or school psychologist who will hereafter be termed the
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referral monitor) . The school level placement team is con-
vened and, from as many perspectives as possible, considers
the viaidlity of the referral data. In addition to assuring
that due process has been observed, it becomes the responsi-
bility of the team to recommend the most desirable assess-
ment procedure (both test and non test aspects) to the re-
ferral monitor, or to find that the referral lacks sufficient
validity and basis to proceed.

Assessment. The first step in the assessment process is
for the referral monitor to involve the parent(s) in the
decision making process. Contact must be made with the
parent(s) before proceeding further. The explicit intent
of this person to person contact must be to obtain informed
consent to proceed. While Rodriguez and Lombardi (1973)
found only 8 states which required parental permission to
place students in special classes, recent federal legislation
(93-380) and court litigation would strongly suggest that
acting without parental permission would likely be viewed as
arbitrary and capricious and is obviously not within the
ethical intent of due process and rights of parents.

The parent(s) must have the screening data presented and
interpreted to them. Also, the next step(s) in the assess-
ment aspect of the placement process should be openly dis-
cussed with them. It should be made clear at this time what
tLe likely options are for the child in terms of the least
restrictive program placement.a Having obtained the informed

a
Least Restrictive Program - This is commonly referred

in educational terms as mainstreaming. The new federal
legislation P.L. 93-380, Title VI-B requires states to adopt:

procedures to insure that to the maximum extent
appropriate, handicapped children, including in
public or private institutions or other care
facilities, are educated with children who are
not handicapped, and that special classes, sep-
arate schooling, or other removal of handicapped
children from the regular education environment
occurs only when the nature or severity of the
handicapped is such that education in regular
classes with the use of supplementary aids and
services cannot be achieved satisfactorily.
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consent of the parent(s) , the assessment aspect may continue.
Without consent, the lengthy appeal process mist begin which
may mean the child stays in current placement in a special
educational environment or may possibly be excluded from

school.

Assessment may or may not require additional testing, as
this is but one portion of the act of assessment. Depend-
ing on the nature of the individual case, assessment could
include any number of specific acts aimed at gaining a
better understanding of the student's psychosocial (Erickson,
1968) or psychosituational (Grieger and Abidin, 1975) con-
dition.

Where testing is utilized, it is of the utmost importance
that it be accomplished in a nondiscriminatory manner. Con-
siderable care needs to be taken in the selection and admin-
istration of instruments. Such concerns would obviously
center around the standardization sample and norm group and
concepts such as the reliability and validity of the instru-
ment.

If the student is nonenglish speaking in terms of the
primary language, then any testing must be conducted in

both English and the student's primary language. No longer
may a single test score form the total basis for placement
of exceptional children. One of the primary tests of dis-
criminatory testing is, do the results lead to an overrepre-
sentation of minority groups in special groups? If they do,
it is likely that a discrimination case could be success-
fully filed.

The results of the assessment (both test and nontest or
"adaptive behavior") are returned to the assessment monitor.
This person in turn again makes contact with the parents to
present the findings and discuss the most desirable and least
restridtive placement within a special program.

Pappanikou, et. al. (1974) have presented a five level
approach to the program placement of the handicepped end of
exceptional children. Few alternatives seem to exist outside
of a gifted program for the other end. The obvious impli-
cation of this aspect is the need for expanded services for
exceptional children and the need to train and employ or
retrain existing personnel in this area. Before the least
restrictive program concept can be widely applied, there must
be functioning alternatives available.

Follow up. Assuming that the optimistic outcome of the

preceding model has been positive for all concerned, there
is the continuing need to reevaluate the placement to ensure
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that the student continues to be placed in th. -,ast restric-
tive program. The hope being that the stude-1 i with con-
siderable investment be reincorporated into t nainstream
of the school community.

Legal Basis

The State-Federal Information Clearinghouse for Excep-
tional Children conducted a survey in 1974 to determine those
states that had policies regarding due process rights of
children before placing them in special programs. The survey
revealed that 12 states were required by statute to provide
due process to exceptional Children before changing their
educational placement while 13 states had regulations man-
dating due process, the remaining states had no policies.
In recent years there has been a move on the part of the
courts to mandate procedural safeguards before placing a
child in a special program or excluding them from the edu-
cational process altogether. This had been an outgrowth of
the concept, as previously mentioned, that education is a
right and not a privilege. This was expressed in the famous
Brown v. Board of Education of Topeka when the court said:

Today education is perhaps the most important
function of state and local government . . . .

Today it is a principal instrument in awaken-
ing the child to cultural values, in preparing
him for later professional training, and in
helping him adjust normally to his environ-
ment.

Since this landmark decision the courts have determined
that students have constitutional rights as they related to
public education, other leading cases in this area are
Dixon V. Alabama, Tinker v. Des Moines, Wood v. Strickland
aii-d-T3oss v. Lopez.

It has been well established that a child must be afforded
due process if he/she is expelled from school and more re-
cently in Goss it was determined that a child must be given
due process even if suspended for a short period (10 days or
less) . The concept of due process has been recognized and
expanded with regards to exceptional children in the areas
of exclusion from school and placement in special educational
programs. Two leading court decisions in this area were
Pennsylvania Association for Retarded Children v. Commonwealth
of Pennsylvania (1972-PARC) and Mills v. Board of Education
of the District of Columbia (1972) . The PARC case challenged
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the right of the commonwealth to exclude exceptional chil-
dren from public education. A consent agreement was reached
between the parties where no child could be excluded from
the educational process and no child who was mentally re-
tarded or thought to be mentally retarded could be assigned
special educational status without due process. The agree-
ment to provide a due process hearing stipulated the par-
ent's right to counsel, to examine their children's records,
compel attendance of school officials who might have evi-
dence or knowledge of the situation, to cro-examine Wit-
nesses and to introduce their own evidence. The Mills case
involved the exclusion of regular and exceptional-TEaents
from regular school programs. This exclusion took the form
of suspending, expelling, reassigning and transferring of
"exceptional chi1dr3n" from regular school classes. The

court said:

That no child eligible for a publicly supported
education in the District of Cclumbia public
schools shall be excluded from a regular public
school assignment by a rule, policy, or prac-
tice of the Board of Education of th,7i District

of Columbia or its agents unless such child is
provided (a) adequate alternative educational
services suited to the child's needs, which
may includr. special education or tuition grants,
and (b) a cohstitutionally adequate prior hear-
ing and periodic review of their status, progress
and the adequacy of any educational alternatives.
(Emphasis added)

Therefore, the case law supports that "exceptional" chil-
dren must be afforded due process before they are placed in

special classes. As previously mentioned, this paper re-
lates to the exceptional child whether that child appears
at one end of the learning spectrum or the other. It should

be noted that most litigation and legislation relating to
the exceptional child has focused on those children classi-
fied as physically or mentally handicapped.

The Congress of the United States recognized the legal

needs special education chil.1 when it passed Public

Law 93-380. Sections of this 26.,aeral legislation require

that states must design and ivplment ..4tate plans which con-

tain guidelines for due process iLi orter to remain eligible

to receive federal funds.

The act requires that the state provide:
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procedures for insuring that handicapped chil-
dren and their parents or guardians are guar-
anteed procedural safeguards in decisions
regarding identification, evaluation and edu-
cational placement.

These procedural safeguards include notice to the par-
ents or guardians of the anticipated change in educational
placement, an opportunity for an impartial hearing, the
right to examine all relevant records of the child, the
opportunity to an independent educ4tional evaluation of the
child and that the decision rendered at the due process
hearing be binding on all parties. It would appear that all
states will in the near future be developing legal procedures
to insure the rights of exceptional children.

A specific model that includes the federal requirements
and affords the exceptional child due processis presented
below with the main elements consisting of: 1) Prior Notice;
2) Due Process Hearing; 3) The Hearing Procedures; and 4)
The Decision. It is recognized that a state or school dis-
trict may expand or limit some of the areas suggested below.
The proposed legal model for due process is integrated with
the four primary aspects of the process model of: screening,
assessment, placement and followup.

Model

1. Prior Notice:

A. Notify the parents or guardian in writing, via cer-
tified mail return receipt requested, of the pro-
posed change in educational placement. This should
be done at least 10 days, preferably longer, prior
to the action.

B. The written notice should contain:

1. Why such action is deemed appropriate;

2. What tests or reports the proposed action is
based upon;

3. Inform the parents or guardian that relevant
school records of the child are available for
examination;

4. Explain any alternatives that may be available;
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5. List the names and addresses of independent
agencies that the parents might contact for
evaluations; also, a list of the cost for
such services or other public agencies that
provide free evaluations;

6. Explain the procedure to be used and that the
child has a right to a due process hearing;

7 The parents should be notified that they have
the right to legal counsel at their own expense;

8. Ex ain that the child will remain in the
pi-:ent program until such a time as a due
pl.._:ess hearing has been conducted, but explain
if the health and safety of the other children
are involved then the school will remove the
child so as not to endanger the child or other
children.

II. Due Process Hearing - After the written notification, pro .
vided that the placement cannot be settled in conference,
the parents or guardians have a right to a formal due
process hearing.

A. The parents or guardian will request a formal hear-
ing in writing.

B. The hearing will be scheduled within reasonable
limits so as to provide the parents or guardian
ample opportunity to prepare properly. As men-
tioned previously the parents should be informed
before the hearing that:

1. The child will remain in the rgular program
until after the hearing unless the safety of
others are involved;

2. The parents may present outside independent
evaluations of the child's needs;

3. The parents have access to all relevant docu-
ments maintained by the school;

4. The parents may call for school officials who
may have evidence relevant to the situation
to appear at the hearing;

5. A tape recording or record will be kept of
the proceedings;
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. The 1:arents would have the right to have

; I. he

A. The school board or its impartial designee will
preside at the hearing. The hearing officer
will provide all parties with ample opportunity
to present evidence.

B. The parents may have co,_Inse;.. professional persons,
or other representatives at the ilc:dring.

C. Both parties may presert ,,:vidence and testimony.

D. Both may question all Ivit,..2sses.

. The hearing shall be close ,:-less the parents
request an open meeting.

F. The burden of proof as to the placement will be
upon the school perscrinel.

G. The procedings will be rec-)rded.

H. Any unique needs of: the parents or child, such
as deafness, does nct speak Engl:Lsh, etc., will
be considered and remedied by the hearing officer
to provide a fz;ir opportunity.

I. The child may attend if he/she has reached the age
of majority. If the child is a minor and the
testimony might be damaging to the child in the
opinion of school officials, then the child may
be excluded from the hearing.

IV. Decision - The decision shall be in writing and include
findings of fact, conclusions and reasons for these
findings and conclusions.

A public schocl system should be cognizant of the needs
of exceptional chillren and act in an appropriate educational
and legal manner.

160
152



References

English, H. B. and English, A. C. ,A Comprehensive Dictionary
of Psychological and Psycholanalytical Terms. New York:
David McKay Co., 1958.

Erikson, E. H. "Identity and the Life Cycle" Psychological
issues, 1959, 1, I (Whole).

Grieger, R. M. and Abidin, R. R. "The Psychosituational
Assessment of Children: A New Method of Psychological
Evaluation" University oi" Virginia, 1975, Mimeo.

Pappanikou, A. F., Kouchanek, T. T. and Reich, M. L. "Con-
tinuity and Unity in Special Education" Phi Delta Kappar,
1974, LV, 8 (April) , 546-548.

Rodriguez, J. and Lombardi, T. P. "Legal Implications of
Parental Perogatives for Special Class Placement of the

Mentally Retarded.' Mental Retardation, 1973, 11, 5.

Public Law 93-380, Title Vi - B.

Cases

Brown v. Board of Education of Topeka 347 U.S. 483 (1954)

Dixon v. Alabama 294 F. 2d 150 (1961)

Goss v. Lopez 419 U.S. 565 (1975)

Mills v. Board of Education of District of Columbia 348 F.

Supp. 866 (1972)

Pcnnsylvania Association for Retarded Children v. Common-
wealth of Pennsylvania 334 F. Supp. 12 57 (1972)

Tinker v. Des Moines Independent Community School District
----393 U.S. 503

Wood v. Stricklan6 420 U.S. 326 (1975)

161
153



APPENDICES



APPENDIX A

THE COLLEGE OF EDUCATION

OF

VIP,GINIA POLYTECHNIC INSTITUTE AND STATE UNIVERSITY

IN COOPERATION WITH

THE STATE ADVISORY COUNCIL ON VOCATIONAL EDUCATION

PRESENTS

NEW DIMENSIONS IN PLACEMENT SERVICES

A CONFERENCE FOR

COUNSELORS, TEACHERS & ADMINISTRATORS

PUBLIC SCHOOLS & COMMUNITY COLLEGES

Eobruary C & 7, 1976

DONALDSON BROWN CENTER FOR CONTINUING EDUCATION

BLACKSBURG, VIRGINIA

CONFERENCE DIRECTOR:

Dr. Tom Hohenshil
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Friday, February 6, 1976

8:00 10:00 Registration

10:00 - 10:30

10:30 - 11:30

Welcome
Dr. Karl Hereford, Dean
College of Education

Dr. Robert Sullins, Chairperson
State Advisory Council on Vocational
Education

Conferenc2 Overview
Dr. Dewey Adams, Director
Division of Vccational and Technical
Education

Education, Work, and Placement Services in
American Education
Mr. Willard Wirtz
Former U.S. Secretary of Labor
Currently President of the National
Manpower Institute
Washington, D.C.

11:30 - 12:00 Audience Participation

12:00 - 1:30 Lunch

1:30 - 2:30 The Provision of Placement Services: Roles
for Educational Personnel
Mrs. Lucy Crawford
Professor Emeritus
Distributive Education
Virginia Tech

Dr, Dean Hummel
Professor of Counselor Education
Virginia Tech

2:20 - 3:00 Audience Participation

3:00 - 3:30 Coffee Break
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3:30 - 4:15 Special Interest Groups (Concurrent)

Conference Room A - Contemporary Placement
Services in the
Community College

Mr. W. Ridgely Haines, Jr.
Piedmont Virginia Community College
Mr. Edwin Morse (Chairperson)
Virainia Tech
Mr. Howard T. Taylor, Jr.
Thomas Nelson Community College

Conference Room C - Special Placement Prob-
lems of the Handicapped

Dr. N. Alan Sheppard
Virginia Tech

Conference Room E - Special Placement Prob-
lems Of Women

Dr. Ruth Harris
Virginia Tech

Conference Room F - Teaching Job Intezview
Skills

Dr. David Hutchins
Virginia Tech

Conference Room G - Special Placement Prob-
lems of the Disad-
vantaged

Dr. Johnnie Miles
Virginia Tech

Front Auditorium - Status of Placement Ser-
vices in Virginia Schools

Mr. John Cook
Mr. Lloyd Jewell, Jr.
State Department of Education

Back Auditorium - Cooperative Relationships
between the Virginia
Employment Commission and
School Placement Services

Mr. Norman Boswell
Virginia Employment Commission
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4:30 - 5:15 R2peat of Concurrent Special Interest Groups

7:00 9:00 Banquet

9:00 0:00

10:00 - 10:30

10:40 - 11:25

Toastmaster
Dr. Rufus Beamer, Executive Director
State Advisory Council on Vocational
Education

To Place or Misplace: That is the Question
lir. Carl 0. McDaniels, Past President
National Vocational Guidance Association

Saturday, February 7, 1976

Placement Services: How to Get Started in
Urban and Rural Educational Institutions
Mr. Raymond Wasil, Director
Ohio Division of Guidance Servicc!s

Audience Participation

Job Placement and Career Development Programs
in Virginia (Concurrent)

Conference noom A - Job Placement and Career
Educaon at Wytheville
Cemmu ty College

Mr. William Jennings
Wytheville Community College

Cc)nference Room C - Job Placement as a
Component of Career
Education

Mr. Randy Wright
Mr. Pat Rheam
Radford City Schools

Conferc,nce Room E - In-School Placement Ser-
vices in Fairfax County
Schools

Ms. Bea Gustafson
Fairfax County Schools
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Conference Room F - Job Placement Services
in Scott County Schools

Mrs. Joyce Osborne
Scott County Voational Center

Conference Room G - An Exemplary Job Place-
ment Program

Mr. James Crumley
Alexandria City Schools

Front Auditorium - Legal Implications of
Education and Job Place-
ment Services

Dr. David Alexander
Dr. Ben Silliman
Virginia Tech

11:35 - 12:15 Repeat of Concurrent Local Program Presen-
tations

12:15 Adjourn

CONFERENCE ADVISORY COMMITTEE

Dr. Tom Hohenshil, Chairperson
Dr. Dewey Adams
Dr. Rufus Beamer
Dr. Ruth Harris
Dr. Dean Hummel
Dr. David Hutchins
Dr. Carl McDaniels
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APPENDIX B

CONFERENCE PARTICIPANTS

Dr. Dewey Adams
VPI&SU
Blacksburg, Va. 24061

Dr. Rufus Beamer
Executive Director
State Advisory Council on
Vocational Education

Leon T. Alder
Southwest Va. Community College Donna L. Bell
Richlands, Va. 24641 428 Shanks Street

Salem, Va. 24153
Margaret Ann Alderman VPI&SU Graduate Student
P. 0. Box 374, Virginia St.
Hillsville, Va. 24343
Carroll Co. School System

Dr. David Alexander
VPI&SU
Blacksburg, Va. 24061

Amel Anderson
College of Education
VPI&SU
Blacksburg, Va. 24061

Newell J. Anderson, Jr.
State Dept. of Education
Ninth Street Office Building
Richmond, Va. 23216

Don S. Ayers
State Dept. of Education
Ninth Street Office Building
Richmond, Va. 23216

Marty P. Baldwin
Transition School
600 Reservoir Avenue
Norfolk, Va. 23504

Kenneth Beachum
York County Public Schools
Box 451
Yorktown, Va. 23690

Barbara W. Beale
Ladysmith High School
Ladysmith, Va. 22501

James A. Bell
100 E. College Place
Hampton, Va. 23669
Hampton Institute

Mrs. Sidney S. Bell
Va. School at Hampton
700 Shell Road
Hampton, Va. 23669

Roland M. Biesecker
New River Community College
Drawer 1127
Dublin, Va. 24084

Victor D. Billups
Norfolk City Schools
800 E. City Hall Avenue
Norfolk, Va. 23510

W. C. Blackwell, Jr.
Northumberland Co. Schools
Heathsville, Va. 22473

Jean L. Blankenship
P. O. Box 518
Dublin, Va. 24084
Pulaski County Schools

William J. Bloomer
Route 1
Shipman, Va. 22971
Nelson County Schools
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Edward Boley
POB 13145
Roanoke, Va. 24031
Roanoke City Schools

Norman Boswell
Virginia Employment Services
Richmond, Va.

William L. Boyce
1.55 Valley Mill Road
Winchester, Va. 22601
Dowell J. Howard Voc. Center

Joseph Bradford
Louisa Co. Public Schools
Mineral, Va. 23117

Dale L. Brittle
Bowling Green Sr. H.S.
Bowling Green, Va. 22427

Lillian J. Bynum
Virginia Jr. High School
Bristol, Va. 24201
Va. City Schools

Alice Byrdsong
Westmoreland Co. Schools
Montross, Va. 22520

George R. Caldwell
Spring Valley High School
Columbia, S.C. 29206

Otis Caldwell
Bedford Co, Public Schools
Bedford, Va. 24523

James Dean Calhoun
Route 1, Box 398
Draper, Va. 24324
Radford College

James C. Carter
Route 5, Box 560-A
Charleston, W. Va. 25312
Arch Moore Vo-Tech Center

M. Frances Cline
Stuarts Draft High School
Stuarts Draft, Va. 24477

Cathy Cockrill
1817 Hunter Mill Road
Vienna, Va. 22180
Fairfax Co. Public Schools

Pat Coleman
P. 0. Box 502
Bedford, Va. 2452?
Bedford Co. Public Schools

Dale W. Conrad
P. 0. Box 518
Dublin, Va. 24084
Pulaski Co. High School

John Cook
State Supervisor
Guidance Services
Richmond, Va. 23216

Shelby I. Cox
Box 8
Carroll Co. High School
Hillsville, Va. 24343

Ruth J. Crawford
2429 Buckingham Avenue
Richmond, Va. 23228

Dr. Lawrence Cross
VPI&SU
Blacksburg, Va. 24061

James H. Crumley
3330 King Street
Alexandria, Va. 22302
Alexandria City Schools

James W. Cunningham
P. O. Box 1202
Roanoke, Va. 24016
Roanoke OIC
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Calvin Davis
Suffolk City Schools
Box 1549
Suffolk, Va. 23434

Sara D. Davis
Spring Garden
Bristol, Va. 24201
Virginia High School



Helen P. Deck
2910 Parham Road
Richmond, Va. 23229
John R. Tucker High School

Gary W. Deren
Southampton Co. School Board
POB 132
Courtland, Va. 23837

Dr. Margaret Driscoll
College of Education
VPI&SU
Blacksburg, Va. 24061

Chris Edwards
1200 W. Main Street
Waynesboro, Va. 22980
Waynesboro High School

Jean Eley
7101 Granby Street
Norfolk, Va. 23505
Granby High School

R. H. Ely
Washington Co. Schools
Drawer G
Abingdon, Va. 24210

Greta Evans
P. O. Box 1202
Roanoke, Va. 24016
Opportunities Industriali-
zation Center

Mike Farriss
Box 5099
Falmouth, Va. 22401
Stafford Sr. High School

Susan Fauber
602 Pine Ri3ge Dr. *10
Vinton, Va. 24179
Bedford Co. Public Schools

H. J. Featherston, Jr.,
P. O. Box 168
Amelia, Va. 23002
Amelia Co. High School
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Steven G. Foley
2920 Washington Avenue
ViAton, Va. 24179
William Byrd High School

Jack B. Frith
1491 W. Queen Street
Hampton, Va. 23669
Hampton High School

Jacqueline Gardner
2323 Portsmouth Blvd.
Portsmouth, Va. 23704
Truxton

Walter Gardner
150 Sleepy Lake Pkwy
Suffolk, Va. 23433

Charlotte M. Gaw
22 Carolyn Drive
Newport, Va. 23606
Newport News Schools

James Gaynor
Route 1, Box 384
Bedford, Va. 24523
Bedford Co. Public Schools

James L. Givens
1555 Valley Mill Road
Winchester, Va. 22601
Clark-Frederick-
Winchester Voc. Ed.

Robert F. Graves
Maury High School
322 Shirley Avenue
Norfolk, Va. 23517

Linda J. Haner
1426 N. Quincy Street
Arlington, Va. 22207
Arlington Co. School Board

Faye K. Hanks
P. 0. Box 518
Dublin, Va. 24085
Pulaski High Scho-J1



Mark D. Harbaug
Louisa Co. Public Schools
Mineral, Va. 23117

Bobbie Hargrove
1616 Oakwood Street
Bedford, Va. 24523
Bedford Co. Public Schools

Ronald Harriman
New River Community College
Drawer 1127
Dublin, Va. 24084

Dr. Ruth Harris
College of Education
VPI&SU
Blacksburg, Va. 24061

D. Henly Harrison
Halifa:c Co. & So. Bostcn
Citst Public Schools
halifax, Va. 24558

Nancy K. Hart
Russell Co. Public Schools
Box 8
Lebanon, Va. 24266

Ernestine Hartigan
3312 Chestnut Mt. Circle
Vinton, Va. 24179
Bedford Co. Public Schools

Barbara Haugh
Hal:fax Co. Sr. High School
South Boston, Va. 24592

Paul L. Hayes
Box 833, Crur.dy, V. 24014
Buchanan County

Dr. Karl :iereford
College of Education
VPI&SU
Blackz Va. 24061

Larrl,
3400 F'-i,arc, Street
Danvillc. -7a. 2454J
DarNille Public Schools

Clara M. Hines
503 Winona Drive
Hampton, Va. 23661
Newpo.rt News Public Schools

Brenda Hinton
Norfolk City Schools
800 E. City Hall Avenue
Norfolk, Va. 23510

Dr. Tom Hohenshil
Conference Director
VPI&SU
Blacksburg, Va. 24061

Norene Holston
Wytheville Community College
Wytheville, Va. 24382

Rita J. Holthouse
Norfolk Public Schools
800 E. City Hall Avenue
Norfolk, Va. 23510

Bobby Horton
Box 455
Carroll Co. Career
Dev. Project
Hillsville, Va. 24343

Velma Horton
Route 1
1,aurf..1 Fork, Va. 24352

Colinty Schools

Da-A-? E. Hcuff
Valley Voc. Tech. Center
Fishersv.:11e, Va. 22939

Ruth Hewe
P. 0. Box 518
Dublin, Va. 24084
Pulas.ki Co. Figh School

Dr. Dean Hummel
College of Education
VPI&SU
Blacksburg, Va. 24061
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Dr. David Hutchins
College of Education
VPI&SU
Blacksburg, V. 24061

Mary Ellen Hylton
1000 Meadow Road
Bedford, Va. 24523
Bedford Co. Public Schools

Mary Ibbotson
Germanna Community College
Locust Grove, Va. 22508

Louis Illi
Box 5099
Fai!aouth, Va. 22401
Stafford Sr. High School

Philip A. Jaskowiak
322 ;:hirley Avenue
Norfolk, Va. 23517
M:.:.7.ry High School

William Jennings
Wytheville Community College
4ytheville, Va.

Lloyd Jewell, Jr.
State Department of Education
Richmond, Va. 23216

Edward Johnson
122 Shibles Hall
University of Maine
Orono, Maine 04473

Patsy Johnson
P. 0. Box 1202
Roanoke, Va. 24016
Roanoke OIC

Roger Johnson
1124 Roundtree Drive
Bedford, Va. 24523
Bedford Co. Public Schools

Gary L. Kelly
Roanoke County Schools
525 Colleae Avenue
Salem, Va. 24153

Virginia C. Kostyal
5 Burwell Circle
Newport News, Va. 23602
Newport News School Board

Dr. Al Krebs
Vice President
VPI&SU
Blacksburg, Va. 24061

Mrs. Jean Krebs
VPI&SU
Blacksburg, Va. 24061

Lula H. Lawson
3101 Johnson Road
Petersburg, Va. 23803
Petersburg High School

Marvin E. Leslie, Jr.
Virginia Employment Commission
Placement Counselor Drawer 1128
Abingdon, Va. 24210

Gertrude D. Lewis
State Dept. of Education
Box 600
Warrenton, Va. 22186

Edward S. Long, Jr.
Route 1, Box 237
McGaheysville, Va. 22840
Harrisonburg/Rockingham
County Schools

Roy E. Loving
Fluvanna Co. PUblic Schools
Carysbrook, Va. 22927

Nancy Q. McCoy
Route 2, Box 414
Roanke, va. 24019
NorthEide Hiah School

Shirley H. McDaniel
Buckingham Co. High School
Buckingham, Va. 23921

Dr. Carl McDaniels
College of Education
VPI&SU
Blacksburg, Va. 24061
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Carl McMurrzzy
Route 1, Box 431
Damascus, Va. 24236
Washington County Schools

Mike McQuary
8820 Rixlew Lane
Manassas, Va. 22110
Prince William Co. Schools

Lynn Martin
Patrick Henry Comm. Collego
P. 0. Drawer 5311
Martinsville, Va. 24112

Richard May
705 Waterloo Road
Warrenton, Va. 22186
Faquier Technical Center

Sue B. Mays
P. O. Box 307
Gate City, Va. 24251
Scott Co. School Board

James R. Melton
15 S. Oak Avenue
Highland Springs, Va. 23075
Highland Springs Vo-Tech
Center

Dr. Johnnie Miles
College of Education
VPI&SU
Blacksburg, Va. 24061

Dr. LeRoy Miles
Ce.11ege of Education
VPI&SU
Blacksburg, Va. 24061

David Miller
705-B Oak Street
Farmville, Va. 23901
Prince Edward Co. Schools

Arthur Wesley Mitchell
Route 1, Box 333
Keezletown, Va. 22832
Rockingham County

Walton F. Mitchell, Jr.
P. O. Box 245
New Castle, Va. 24127
Craig County School Board

Johnnie Wayne Moore
Valley Vocational-Technical
Center
Fishersville, Va. 22939

Edwin Morse
College of Education
VPI&SU
Blacksburg, Va. 24061

Roy Moseley
Route 1, Box 315
Blue Ridge, Va. 24064
Bedford Co. Public Schools

Leon A. Moton
Route 4, Box 370
Farmville, Va. 23901
Prince Edward Co. High School

Josephine Quinn Muire
220 Keith Road
Newport News, Va. 23606
Newport News School Board

William Mullett
West Virginia State Department
of Education
Charleston, W. Va.

David E. NedroT4
1760 Blvd.
Salem, Va. 24153
Roanoke County Schools
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Jane C. Norwood
Rockingham Community College
Wentworth, N.C. 27288

W. B. Nowell
P. O. Box 236
Saluda, Va. 23149
Middlesex High School



Joyce Osborne
Scott Co. Vocational School
Gate City, Va.

J. Thomas Owen, Jr.
P. 0. Box 31
Dublin, Va. 24084
Pulask- County High School

Barbara D. Page
1701 Blvd.
Salem, Va. 24153
Roanoke County Schools

Prince E, Parham
P. O. Box 15024
Chesupeake, Va. 23220
Chesapeake City Schools

Modra S. Parris
2328 E. Bugle Drive
Chesapeake, Va. 23321
Portsmouth Public Schools

Juanita Fisher Parry
540 Crown Crescent
Chesapeake, Va. 23325
Smithfield High School

Charles Patsell
POB 332
Bedford, Va. 24523
Bedford County Schools

Marion Thomas Payne
1537 Granville Street
Lynchburg, Va. 24502
Bedford Co. Public Schools

Thomas Pecos:h
P. O. Box 8
Prince George, Va. 23675
Prince George School

James Earle Phillips
Box 369
Prince Wi:liam Cc. Schools
Manassas, 1a. 22307

Elizabeth R. Pugh
Blackstone Junior Hic-h School
Blackstone, Va. 23924

Robert E. Reid
15 S. Oak Street
Highland Springs, Va. 23075
Highland Springs Vo-Tech Center

Eleancra B. Revely
Dabney S. Lancaster Comm.
College
Box 610
Clifton Forge, Va. 24422

Horace Rice
Route 2, Box 243
Madison Heights, Va. 24572
Bedford Co. Public Schools

Katherine B. Robertson
POB 333
Chester, Va. 23831
Matoaca High School

Nancy L. Robison
2304 Kipling Street, S.W.
Roanoke, Va. 24018
Roanoke County Schools

Altha E. Rowden
Box 606
Pocahontas High School
Pocahontas, Va. 24635

Charles W. Ryan
114 Shibles Hall
University of Maine
Orono, Maine 04473

Barry Saunders
Bedford, Va. 24523
Bedford Co. Public Schools

William J. Saunders
4169 Pruden Blvd.
Suffolk, Va. 23434
P.D. Pruden Voc-Tech Center

Kathleen H. Schur
Box SO
Weyers Cave, Va. 24486
Blue Ridge Comm. College
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A. Sellars
na Comm. College
Grove, Va. 22508

Jos Sheffey
New i r Comm. College
Draw. 4127
Dublii, Va. 24084

Dr. Alan Sheppard
College of Education
VPI&SU
Blacksburg, Va. 24061

Pat Sherman
1730 Grand View Road
Bedford, Va. 24523
7edford Co. Public Schools

Dr. n Silliman
College of Education
VPI&SU
Blacksburg, Va. 24061

George T. Singer
P. O. Box 483
Urbanna, Va. 23175
Rappahannock Comm. College

Robert E. Singleton
Dabney S. Lancaster Com-
munity College
Clif4-on Forge, Va. 24422

Dr. Daniel Sinick
George Washington Univ.
School of Education
Washington, D.C. 20052

C. B. SlerT
Routc,.. 2, Box 317
Big tone Gap, Va. 24219

Ethel F. Smith
574 Kembsville Road
Kenpsville High School
Vir-Tinia Beach, Va. 23462

Mattie P. Sm4.th
705 C, rlol.te Street
Fredericksburg, Va. 22401
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Willborne A. Smith
Carroll Co. High School
Hillsville, Va. 24343

Jeannie Smythers
613 Second Street, Apt. 9
Bedford, Va. 24523
Bedford Co. Public Schools

Elsmer Stewart
Middleton Place
Norfolk, Va. 23513
Norview High School

Dr. Robert Sullins
Chairman
State Advisory Council on
Vocational Education

L. H. Sutton
Southampton Co. School Board
POB 132
Courtland, Va. 23837

Eugene Templeton
1005 Ashland Avenue
Bedford, Va. 24523
Bedford Co. Public Schools

William Thomas, III
Wise Co. Voc. Tech. School
Wise, Va. 24293

Paul R. Thomson
430 Bramble Lane, S.W.
Roanoke, Va. 24014
Virginia Western Comm. College

Dianne L. Tremblay
Westmoreland Co. Schools
Montross, Va. 22520

Dr. Sally Tsonumi
College of E:iucation
VPI&SU
Blacksburg, Va. 24061

Jerry Turpin
708 Grove street
Bedford, Va. 24523
Bedford Co. Public Schools
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C. L. Wade, Jr.
POB 511
Martinsville, Va. 24112
Henry Co. School Board

Lloyd G. Walton
Appomattox Co. School Board
Appomattox, Va. 24522

Ray Wasil, Director
Ohio Division of Guidance
and Testing
Columbus, Ohio

Vivian N. Williamson
Ninth St. DFC Bldg.
State Dept. of Education
Richmond, Va. 23803

Dr. John Wilson
Vice President
VPI&SU
Blacksburg, Va. 24061

Willard Wirtz
President
National Manpower Institute
Washington, D.C.

Audrey M. White
1384 Kempsville Road Jane Woodson
Norfolk, Va. 23502 4645 Alabama Avenue
Lake Taylor Senior High School Lynchburg, Va. 24502

Bedford Co. Public Schools
Don White
1111 Park Avenue
Norfolk, Va. 23504
B. T. Washington H.S.

James White
Wm. Fleming High School
Roanoke, Va. 24017

Thomas D. White
1330 N. Military Hwy.
Norfolk Tech. Voc. Center
Norfolk, Va. 23502

Winslow Whitehurst
6901 Sudley Road
Manassw7, Va. 22110
NVCC-Manassas

Rodney Wilkins, Jr.
Valley Vocational Tech. Ctr.
Fishersville, Va. 22939

John Phillip Wilkinson
Route 1, Box 2023
Charleston, W. Va. 25312
Arch A. Moore Jr. Vo-Tech

B. C. Williams
Route 2
Covington, Va. 24426
Jackson River Voc. Centor

Bob Wormer
Box 5093
Falmouth, Va. 22401
Stafford Sr. High School

Robert Donald Worrll
Route 1
Forest, Va. 24551
Bedford Co. Public Schools

Randy Wright
Radford City Schools
Radford, Va.

Donna Yuhas
2239 Dunkirk Avenue, N.E.
Bedford, Va. 24523
Bedford Co. Public Schools
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